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EDITORIAL

THINKING SMALL TO THINK BIG:
LEADING FOR CHANGE
Imagine you had the opportunity to interview senior executive leaders from
secular organizations around the world. What would you learn? Is it possible
to trace common denominators of leaders who successfully lead through
change? The Center for Creative Leadership (CCL) conducted such research
surveying 275 executives who participated in a senior leadership program at
their center (Bendixen, Campbell, Criswell, & Smith, 2017).
The CCL gained three main insights from surveying the 148 senior executive
leaders who successfully navigated change in the past 12 to 18 months.
Change yourself. Leading for change successfully means spending time
outside of your comfort zone. As the individual leading an initiative, you must
change your personal mindset, actions, and behaviors.
Don’t go it alone. Initiating change is a team activity. People come together, driven by a compelling, and frequently communicated, message about
why the change is necessary.
Know the signs. Recognize the early warning signs that indicate an initiative is starting to derail. (Bendixen, Campbell, Criswell, & Smith, 2017, p. 1)
In addition to these indicators of success, this study also revealed three
“change traps.” These were generated from 127 executives who had been
attempting change within the past 12 to 18 months but with an unsuccessful
outcome.
Passive leading. Leaders who unsuccessfully initiative change described
making assumptions, being too hands off, delegating too much, and being
indecisive. These leaders reported becoming frustrated and, as a result, avoided others, didn’t address certain issues, and stopped communicating with
important stakeholders about the change. Leaders must find a balance
between exerting too much control over the process and giving the change
effort too little attention.
Petr Cincala, PhD, is the director of the Institute of Church Ministry, Andrews University, assistant professor of World
Mission, the director of Natural Church Development (NCD) America, and the managing editor of the Journal
of Applied Christian Leadership.
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Leading in isolation. Leaders of unsuccessful change described the competitive nature that came out in themselves and others during the planning
and implementation stages. This competitiveness led to an “us versus them”
position. This behavior led to assigning blame and fault to others. These leaders also described themselves as being too authoritative, ignoring employee
needs, imposing their views, or controlling how people worked together by
refusing to get out of silos to collaborate with others.
Focusing on the small stuff. Leaders of unsuccessful change focused
on day-to-day details and operational processes outside of the scope of the
change. These leaders focused on the outcome the change without also focusing on the process and “why” of the change. (Bendixen, Campbell, Criswell, &
Smith, 2017, p. 14)
Note that these findings were gathered from leaders in a secular environment. One may wonder to what degree would these findings apply to
Christian leaders. This issue of the Journal of Applied Christian Leadership
presents articles and responses relevant for Christian leaders who desire to
initiate change.
Regardless of your denominational affiliation, as leaders in today’s world,
you are pushed towards change. On one hand, you are encouraged to think
big if you want to succeed. One of the “change traps” listed above warns executives against focusing on details. On the other hand, a number of leaders are
afraid of thinking big because they are afraid of failure. Regardless of who we
are—whether fearless visionaries or more passive leaders avoiding change—
the key finding the secular world seems applicable to the Christian mindset:
you must change yourself!
If someone is called to lead, whether leading other believers through preaching the Word (and leading to repentance), non-believers through proclaiming
the Gospel (leading lost people to Christ), or through any initiative in the
Christian world (as long as it is done for the glory of God), s/he may be required
to make changes in his/her “mindset, actions, and behaviors.” Instead of complaining about the common sins of others, we are challenged to pay more attention to ourselves. As the famous saying of Leo Tolstoy states, “Everyone thinks
of changing the world, but no one thinks of changing himself.”
When Chofetz Chaim was asked how he was able to have such a great
impact on Jewish world, he answered,
Originally, I set out to change the world, but I failed. So, I decided to scale
back my efforts and only influence the Jewish community of Poland, but I
failed there, too. So, I targeted the community of my hometown of Radin,
but I achieved no greater success. Then I gave all my effort to changing my
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own family and I failed at that as well. Finally, I decided to change myself,
and that’s how I had such an impact on the Jewish world. (Blech, 2019)
It is acceptable to scale down our ambitions and think small when we are
actively and intentionally focused on personal transformation. It may well be
the way to avoid passive leading, leading in isolation, and focusing on small
stuff. The challenge is not to “stick to the same way of thinking, and therefore
continue living the same kind of life” (Sasson, n.d.). In every case, change is
hard; any time change is implemented, it is an uphill battle to transform the
status quo.
This issue of JACL examines different ways that leaders can facilitate
change: be it by enhancing their decision-making skills, by implementing
ethical leadership, by engaging in research and development, through the
creation of relationships, or by rethinking our role within an organization
completely.
The Biblical Reflection is written by Priscilla Wood and walks us through
the decision-making power of a leader as seen through the periscope of
Exodus 5–11. Pharaoh provides an example of poor decision-making in this
biblical account, which ultimately leads to him being ineffective as a leader.
Yet, there is much that leaders today can learn from his mistakes.
In our Leadership Interview, Monte Sahlin discusses the importance of
research in today’s fast-paced world. Sahlin maintains that there are four
ways that research helps executive leaders in church organizations. First,
research provides information directly from the source. Second, it provides an
opportunity to analyze information carefully. Third, research allows for the
examination of a variety of “what-if” scenarios without fueling rumors and
starting debates. Fourth and finally, research provides the basis for a small
circle of trusted advisors to review a situation before a much larger group gets
involved in the discussion. Sahlin is a strong advocate for the importance of
research in perpetuating change.
Akinwumi Oke brings us the first Feature Article, which examines leading
ethically under pressure. Oke states that, “exploring leadership in ethically
difficult contexts has significant implications for building credibility in societies where pervasive corruption and mutual distrust is one of the key challenges in achieving governance outcomes for the common good.” Oke’s study
concludes that leaders’ personal characteristics, understanding of self-concepts, and a pragmatic approach empower them to successfully create a compelling personal vision that communicates a clear ethical framework.
The second Feature Article comes from Steven Reece, who conducted a
case study of The Matzevah Foundation (TMF) by exploring how Jews and
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Christians learned to dialogue within the construct of the third space—the
liminal space of a Jewish cemetery in Poland. Reece’s investigation sought to
describe the process of how acts of loving-kindness (mercy) in caring for and
restoring Jewish cemeteries in Poland have influenced dialogue (or lack thereof) among Jews and Christians. Reece concludes with suggestions to improve
relationships between Christians and Jews, moving both groups toward positive change and reconciliation in these relationships.
Peter Burch contributes the last Feature Article, examining reasons for
church non-attendance at Christian churches in the Pacifica community of
California, a suburb of San Francisco. Five underlying factors for non-attendance at Christian churches in Pacifica were empirically derived from the
data. There were significant discrepancies between acknowledged and perceived reasons for non-attendance, particularly in the area of personal priorities and decisions.
Does the age of a pastor impact the vitality of a congregation? The Dialogue
selection examines this question, inviting leaders to take a new look at the
role of aging pastors in churches today.
The Leadership Lived selection examines the story of David Maraga, a
Seventh-day Adventist Christian and Chief Justice of Kenya’s Supreme Court.
While the Kenyan justice system has a reputation for being corrupt, Maraga
has not shied away from maintaining just, fair, and upright conduct in both
his role as justice and in his personal life.
As always, the issue closes with book reviews that cover the latest literature
on leadership, as well as dissertation notices.
We are excited that you are joining us on this journey to be leaders to “lead
for change!”

References
Bendixen, S. M., Campbell, M., Criswell, C., & Smith, R. (2017). Change-capable
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PRISCILLA J. DUBOSE-WOOD

PHAROAH’S STORY: THE DECISIONMAKING POWER OF A LEADER
Every individual comes to a point in his or her life where decision-making
is necessary. The remarkable thing about God is that He offers us the power of
choice rather than merely giving us orders. Indeed, some decisions are more
important than others, but God is happy when we listen carefully to His
instructions. Decision-making has been present since the beginning of the
universe (Gen. 1–2) when God felt the need to create both living and nonliving
organisms. After He had created these things, He concluded that what He
made was “good.”
Decision-making is crucial, especially where sound or rational choices are
needed to improve management. Managers must make decisions both consciously and subconsciously; this is vital to the managers’ role. Decisions are
carried out to sustain businesses' operations and enhance organizational
functioning (Ejimabo, 2015). The corporate choice at every management level
ensures that companies achieve their goals. This article focuses on applying
biblical teachings and the use of power and decision-making within groups
and organizations. Organizational behavioral theories show how the biblical
example of Pharaoh in Exodus 5 applies to these theories.

Pharaoh’s Decisions, Use of Power, and Resultant
Consequences
Pharaoh was Egypt’s leader, and as such, he had the authority and power
to control Egypt and its people. According to Exodus 5–11, Pharaoh made
many wrong choices. Above all, he failed to recognize the power of God;
because of this, when he saw proof of God’s power (for example, when
Aaron’s staff turned into a snake), he perceived the miracles to be magic.
Pharaoh made his magicians imitate those miracles.
Pharaoh was also unable to understand God’s provision. He did not see
how releasing his Israelite slaves would be of importance to Egypt's ultimate
Priscilla J. DuBose-Wood served in the U.S. Navy for 14 years and is now pursuing a PhD in organizational leadership at Regent University.
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well-being. Only the dramatic duel between Pharaoh and Moses, as illustrated
by the ten plagues that befell the Egyptians, convinced the king to let the
Israelites leave Egypt (Exod. 7:14–10:29).
However, Pharaoh resisted until the very last plague (Exod. 11:1–10). He did
not comprehend the significance of freedom and human dignity, and this lack
of comprehension was the real reason behind his refusal to allow the Jews to
leave Egypt. His heart was hardened (Exod. 7:3), resulting in his stubborn
behavior. Even after seeing evidence of God’s existence with his own eyes, his
refusal to reform revealed his arrogance. It seems that Pharaoh lacked the
skill of self-evaluation, bringing trouble to both himself and his nation. He
failed to realize that the oppressed slaves were part of God’s plan to save
humankind. Yet despite Pharaoh’s resistance, God’s plans were not shaken.
Instead, Pharaoh’s failure to submit to God resulted in suffering for both his
family and his nation, and ultimately, the loss of his life. An effective leader
uses self-confidence, among other traits, to gather and analyze information
regarding the situation at hand. Pharaoh’s power, as well as his decision-making capabilities, is an example of poor leadership.

Leaders and Decision-Making
A decision is defined as choosing one option from several alternatives
(Vroom & Yetton, 1973). The selection process will inevitably lead to one alternative—either the right or wrong course of action—which will enhance or disrupt the achievement of the desired goal. Everything a leader does is carried
out through decision-making. Leaders settle every action relating to planning,
directing, organizing, controlling, and coordinating through decisions that
are put into practice by the workforce of an enterprise. The entire managerial
process is based on decisions the leader makes. These choices are required to
tackle problems, as well as maximize the advantages of the opportunities presented. The right choices minimize complexities and uncertainties in the business environment (Vroom & Yetton, 1973). Unfortunately, Pharaoh failed to
analyze his alternatives clearly before making the final choice. As a leader,
he did not help move his kingdom in the right direction of goal achievement.
Leaders are responsible for making choices and approving decisions that
are carried out to fulfill the goals and objectives of an organization. Decisionmaking allows managers to decide on matters within an organization, including selecting what tools or resources to use and which people to carry out particular tasks. The planning process requires leaders to enhance effectiveness
by continuously reviewing their decisions. Managers decide upon work division, structure, responsibility, and the processes by which to establish them.
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Types of Problems
Decisional matters fall into two different groups: programmed or nonprogrammed problems. Programmed problems are routine, well-founded,
repetitive, and easily identifiable; thus, programmed problems utilize an easy,
straightforward solution. However, non-programmed problems are of a nonroutine, non-repetitive nature. Unique, complex, or urgent issues are typically
remedied in a non-programmed way (Soelberg, 1967, pp. 3–16). Here, every
problem needs individual attention, evaluation, and analysis before the best
alternative is selected. In Pharaoh’s case, Moses and Aaron’s request to let the
Israelite slaves go was a unique scenario (i.e., non-programmed).
As a leader, Pharaoh wrongly exercised his power when he followed his
council’s advice to enslave and oppress the Jews to prevent them from
becoming too influential or powerful (Exod. 1:8–11). Pharaoh minimized the
Hebrews’ freedoms and forced them to work under his taskmasters’ harsh
supervision. The Israelites were forced to build cities, construct roads, erect
monuments, and make tiles and bricks. Yet, the more the Israelites were
oppressed, the more their population increased. This resulted in another
wrong decision from Pharaoh; in response to the growing Israelite population, he ordered the Hebrew midwives to kill all male babies (Exod. 1:15–16).
Pharaoh hoped that this plan would eliminate the danger that the Israelites’
increasing numbers posed. Amid their oppression and slavery, God heard His
people's cries and sent Moses to rescue them from Pharaoh.
As previously discussed, non-programmed decisions involve novel or new
situations, for which there is no specific answer to use as a guide (Soelberg,
1967, pp. 3–16). As a result, leaders are forced to make unique decisions. It
may take a longer time to make these decisions, for all the variables must be
weighed and facts obtained to avoid making wrong, harmful, or detrimental
choices. The information present is ordinarily incomplete, making it difficult
for a leader to anticipate the results of his or her decision. The nature of this
non-programmed problem was outside of Pharaoh’s realm of knowledge, and,
as a result, he made a wrong judgment (Plous, 1993). His heart was hardened,
and he denied the Israelites’ request to worship the Lord (Exod. 5:1–2). He
used his intuition to deal with this unique and unexpected problem, yet this
increased his household and his country's difficulties.

The Decision-Making Style of Pharaoh
Today, many researchers acknowledge the advantage of rational instead of
intuitive decision-making. They believe that the intuitive ways of solving
problems belong to the category of an irrational realm, exceeding the research
scope. Pharaoh relied more on intuition. Intuition is an essential factor that
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facilitates behavioral decisions and also extends to rationality and logic.
Recent research has shown that intuition in decision-making is significant
and exceedingly important (Sadler-Smith & Shefy, 2004, p. 76). Intuitive decision-making is applicable where data clarity is inadequate and ambiguous.
There is no prior information to act as a guiding principle for any upcoming
decisions. It is also present when time pressure is a factor and in non-routine
scenarios that demand a specific approach. The more the uncertainty and
number of independent factors, the more complex choices become, thus making intuitive judgment unreliable (Cafferky, 2012).
Rational decision-making uses logic and objective, well-analyzed data
instead of relying on intuition and subjectivity to aid in problem-solving and
goal achievement (Simon, 1979, p. 494). It is an efficient model that aids in
identifying the problems at hand and choosing the best option between
numerous alternatives. As a rational decision-maker, Pharaoh would have
been expected to verify the issue at handspecifically Moses’s request to rescue
the Israelites from the suffering they were experiencing at the Egyptians'
hand). After doing so, Pharaoh should have examined multiple solutions
before selecting the one that would be most beneficial to his nation. By
extending the pool of his potential solutions, he realized that it was not every
day that God sent a person to come and rescue a nation.
Moreover, God’s power, as demonstrated by in the ten plagues, should
have made him realize that the Power he was facing was beyond his human
authority. It is possible that if he had realized this, he would have determined
that the best solution was to let the Israelites go to avoid further punishment
from God (Exod. 7:14–10:29). However, Pharaoh’s irrational decision to go
after the Israelites after releasing them resulted in destruction.
Many leaders use intuition, while others combine intuitive and rational
approaches to develop a desirable outcome (Simon, 1979, p. 494). In fact,
many entrepreneurs owe their success to correctly used intuition. People with
this intuitive skill are shown to have greater financial success than those who
use logic. Intuitive thinking can be an accurate and powerful tool when
applied in rational analysis, especially where complex matters are concerned.
As a result, this approach is not always wrong and can be employed to help
make the right decisions. However, intuition effectiveness is related and
amplified by a high level of expertise.
Unfortunately, with no verification or logical analysis, intuition may manifest itself in fear, prejudices, and stereotypes, leading to unfavorable outcomes (Dane, Rockmann, & Pratt, 2012, p. 187). Pharaoh failed to factor in
God’s power and His influence when it came to liberating the Israelites. He
relied only on his intuition, which was biased due to his hardened heart; this
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resulted in severe consequences, including his firstborn son's loss. He viewed
the release of the Israelites as a loss of his workforce.
Why did Pharaoh choose not to use a rational approach in making his decision? Had he used such an approach, he would have understood that the people he had enslaved were God’s chosen nation. Despite his best efforts,
Pharaoh had failed to control their population; additionally, he saw that the
Israelites were protected from the plagues that befell the Egyptians. The act of
protecting the Israelites from the plagues was evidence enough to reveal that
the power of God was with them (Exod. 7:14–10:29).

Power in Decision-Making
According to Fast, Sivanathan, Mayer, and Galinsky (2011, p. 58), power influences decision-making, and where overconfidence among power holders occurs,
the decisions made lead to detrimental consequences. Decision-making with little information limits performance and the ability to utilize and maintain power.
This, in turn, harms all involved: the stakeholders, the company, and society at
large. With Pharaoh, his overconfidence and use of force led to detrimental
impacts on his life, family, and nation. Power can also make leaders overestimate their decisions' accuracy, leading to overconfidence in one’s knowledge.
Although power increases performance in some cases, it also requires careful
consideration and use of a charismatic voice to facilitate change.
Based on the organizational behavioral concept, there is a relationship
between business and human behavior, which increases workers’ productivity
and efficiency. Quain (2018) claims that organizational behavioral (OB) theories utilize scientific interaction principles within an organization to manage
workers by analyzing their diversity; this, in turn, affects decision-making.
Based on the human relations behavioral approach, organizations function
well when workers feel empowerment and value (Quain, 2018). This theory
focuses on the study of workforce productivity under different workplace scenarios. It posits that workers are more likely to improve efficiency and productivity when they feel valued and satisfied in the workplace. For instance, if a
company meets workers’ needs, they are more likely to be happy with their
jobs and show an increased sense of loyalty, which boosts productivity
(Ivancevich, Matteson, & Konopaske, 2013).
In Pharaoh’s scenario, the Israelites were forced into working; they were
oppressed and required to carry out complicated tasks such as building monuments, road construction, and brick production. This use of force severely
decreased their job satisfaction, such that they cried to God (Exod. 3:7). When
job satisfaction is low, productivity, effectiveness, and survival of an organization are limited.
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As a leader, Pharaoh should have exercised his power more effectively to
ensure that the Israelites were not overworked. Assigning tasks based on
competency and avoiding work overload could have helped achieve this.
Paying the Israelites for the work (as opposed to oppressing them as slaves)
could have motivated them to continue working for him without complaints.
Yet Pharaoh overworked and enslaved the Israelites.
Despite the Israelites crying out to God, Pharaoh continued to exercise his
power wrongly; in fact, he overburdened them with more work to limit their
multiplication. He also failed to comprehend the culture of Israelites. A leader
is expected to understand the employees’ culture to know them and ensure
that effective decision-making occurs (Huffman, Hipp, Pankake, & Moller,
2014, p. 448); culture is vital in determining the successful execution of decisions. The Israelites were a chosen nation, and they needed time to worship
their God (Exod. 3:19-20).
Pharaoh’s decisions were not made for the good of his workers. Use of
ethics in decision-making is vital to increase the workers' trust and dedication
and avoid future issues. Had Pharaoh been an ethical leader, he would have
identified the reason behind the Israelites' complaints and problems regarding ethical guidelines, laws, and regulations. Then, after looking into the possible courses of action, Pharaoh would have selected and executed the best
decision to increase his workers' morale while favoring human dignity
(Pfeffer, 1981, p. 404).
Had Pharaoh been a better communicator, he could have helped solve conflicts between the Israelites and their Egyptian taskmasters. Communication is
a vital tool in decision-making, as it helps make policies clear and ensures
proper daily operations in organizations (Ejimabo, 2015). However, by being a
poor communicator, Pharaoh created a less than favorable working environment for the Israelites; thus, the Israelites' poor treatment was because of his
leadership incompetence (Fiol, Pratt, & O’Conner, 2009, p. 33). Had he been a
more effective communicator, Pharaoh would have likely used more face-toface communication with the workers to gain their trust and enhance transparency in their work matters (Yukl, 2013). As a result, mutual trust and
respect would have emerged.
Team building could have helped create an environment where skills, abilities, and diverse backgrounds worked together to solve problems and accomplish goals. Instead, Pharaoh used an autocratic style of leadership. He was in
control; every decision was based on his judgment and ideas without seeking
advice from employees (Ejimabo, 2015). Pharaoh controlled every aspect of his
nation, including work the Israelites carried out and the way in which others
(including the Israelite midwives and the Egyptian taskmasters) interacted
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with his slaves. Pharaoh’s leadership style shows that the workers had little or
no input in the decisions made; as such, the Israelites faced a work environment that was very rigid and highly structured.

Conclusion
As Egypt’s leader, Pharaoh had the ability and power to make wise decisions and ultimately save his nation from tragedy. However, instead of using
the correct leadership style to motivate and lead the Israelites, he embraced
ignorance and disobedient behavior; this ultimately led Pharaoh to make irrational decisions. He failed to clearly discern the situation at hand, comprehend the ongoing issues, or use listening skills to determine what the
Israelites were enduring. All of this led to Pharaoh’s ineffectiveness as a
leader. His use of an autocratic leadership style discouraged the Israelites,
resulting in further reduced morale and motivation.
This gross mistreatment caused the Israelites to cry to God to come to their
rescue. Had Pharaoh utilized proper leadership knowledge, he could have
changed his nation for the better instead of destroying it. He misused his
power by inflicting pain and oppression upon the Hebrews, which made God
angry; he also refused to allow the Israelites time to worship their God. In this
way, Pharaoh undermined God’s power and, because of this, he lost his kingdom, his firstborn son, and ultimately, his own life.
The story of Pharaoh and his poor example of leadership should serve as a
reminder to current leaders to be good decision-makers, use rational thinking
to solve organizational problems and guide their organization with an ethical,
moral hand to achieve their goals. As stated in Philippians 4:8, leaders should
heed decisions that are honorable, pure, righteous, and aligned with God’s
principles.
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INTERVIEW WITH MONTE SAHLIN

THE IMPORTANCE OF RESEARCH
Dr. Erich Baumgartner teaches leadership and intercultural communication
at Andrews University, where he also directs the PhD in Leadership Program. He
combines his interest in Intercultural Communication with his passion for developing organizational leaders. This is reflected in the two core courses he teaches
on leadership theory, diversity, and culture. In the course Issues in Leadership
Theory, he introduces experienced leadership professionals to the universe of
theory. His seminar on Diversity, Leadership, and Culture brings participants
face-to-face with our global workplace's realities. However, most of his recent
time has been spent working with doctoral students on their dissertation
research and serving as senior editor of the Journal of Applied Christian
Leadership.
Monte Sahlin began in ministry as a licensed minister on the Voice of
Prophecy media ministry staff. Here, he served as the assistant communication
director. Sahlin also worked at an internship in the War on Poverty and acted as
an assistant to the president for communications and community relationships
at Columbia Union College (now Washington Adventist University). As director
of a coffeehouse ministry in the Georgetown neighborhood of Washington, DC.,
Sahlin has served in a variety of different ministerial positions in the Atlantic
Union Conference, Pennsylvania Conference, and Ohio Conference. In each
position, he sought ways to minister in the surrounding urban areas.
From 1985 to 1987, Sahlin worked as an assistant to the president of the Ohio
Conference, after which he joined the staff of the North American Division
(NAD). His primary focus was on developing innovative methods to change the
structure of the Adventist denomination and develop new ministries while continuing to focus on urban missions. He was also the Adult Ministries
Coordinator with responsibility for outreach, Sabbath School, and family life,
among others. During his time as an administrator, Sahlin worked to change
organizational processes used in departmental work in the denomination. He
also served as a volunteer pastor at churches in Maryland. In 1998, he was
elected vice president of the Columbia Union Conference while leading a church
plant in New York City. Sahlin is now retired.
Erich Baumgartner, on behalf of the Journal of Applied Christian
Leadership: When and how did research become an important element in
your service to the Seventh-day Adventist Church?
Monte Sahlin: My involvement with research goes back to college when I was
given permission to take a graduate school course on the sociology of religion
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at Loma Linda. I did a survey at the La Sierra Church, asking people about
their conversion process, and learned that most grew up in the Adventist faith
(as I did). Because of this upbringing, many members learned what it means
to be a follower of Jesus as they grew or, in some cases, had an experience
where the spiritual dimension broke through and resulted in a more intimate
relationship with Christ. Few came from a background outside of the
Adventist church and converted into the Adventist faith. I have been interested in the results of original research ever since.
Since the 80s, I have been increasingly involved in conducting, and later
also teaching, research while working in unique positions at various levels of
my denomination. I worked closely with Roger Dudley at the Institute of
Church Ministry to implement annual surveys of pastors and members. In
close collaboration with Paul Richardson, we developed the Center for
Creative Ministry as an ongoing research and development enterprise to
understand and meet the needs of new generations. Later, along with Bruce
Moyer, we started the Center for Metropolitan Ministry at Washington
Adventist University. For years I was also involved in interfaith congregational research Faith Communities Today (FACT).
JACL: From your experience, how can research help the executive leaders of
Christian organizations understand reality?
MS: First, research provides information directly from the source. The information is often anonymous and thus is not filtered through layers of the
organization, each tempted to describe things as they see them or want them
to be.
Second, research provides an opportunity to analyze information carefully.
We cannot apply many analytical tools to mere anecdotal evidenceat least not
in terms of realistic processes in most organizations. The ability to track data
over time and see trends is very important.
Third, research allows for the examination of a variety of “what-if” scenarios without fueling rumors and starting debates; in these situations, individuals and groups take sides before there is time for an appropriate decisionmaking process. Analysis tools can provide estimates of the impact of various
opportunities and provide information to anticipate the response of various
segments of the constituency in advance of actual discussions.
Fourth and finally, research provides the basis for a small circle of trusted
advisors to review a situation before a much larger group gets involved in the
discussion. This serves to better focus planning and decision-making processes on viable options, rather than a long list of wild ideas.
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Perhaps the most important thing is that research focuses on evaluation,
planning, and decision-making on reality instead of floating off into an idealistic dreamland or simply doing the same thing the organization has always
done with incremental goal advances. Religious organizations are particularly
vulnerable to operating on the basis of unrealistic ideals or simply going in
circles and never significantly moving forward.
JACL: That’s great information. So, with that in mind, why is church research
important?
MS: Without it, leaders and organizations are flying blind into a whirling
storm of constant change, as the pace of change in the world only goes faster
and faster. Organized religion in all parts of the Western world is losing all but
a small segment of the next generation. The context for the mission of Christ
in the West has radically changed. Research is essential to have any reasonable idea of what is happening and what to do about it.
If we care about God’s church and the mission of Christ, then we will want
to know all we can and have the best information possible. The New
Testament identifies knowledge and wisdom as gifts of the Holy Spirit. It is
clear to me that God gave us the tools of research and analysis to help us be
more faithful servants in His work in the world. To ignore these tools and the
information they can provide is a kind of unfaithfulness to the mission to
which Christ has called us.
JACL: Can you share some examples of changes you have observed in church
life during the last 30 to 40 years?
MS: In North America, church members today are less willing to go door to
door to distribute evangelistic materials or find participants for Bible studies.
This is because a larger and larger percentage of both church members and
the general population live in suburban communities where strangers ringing
the doorbell, especially to talk about religion, is considered improper by the
vast majority of the residents. Most residents will not answer the door, and
some will even phone the police. There are exceptions to this attitude in some
small towns and ethnic communities. However, this is a reality that has been
confirmed by solid research. This approach is seen as an illicit activity, and
therefore church members are loath to engage in it. In growing churches, this
method has been replaced by relational networking by where church members minister to their friends, work associates, and people they meet through
involvement in community service activities.
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Large-group activities have been replaced to a significant degree by smallgroup activities. For example, Sabbath School classes sitting in sections of the
sanctuary have been replaced in more and more congregations with small
groups, meeting in a variety of side rooms and even sections of church hallways. An outreach method that is growing in popularity across the NAD is for
a community Bible study group to meet in a nearby restaurant or other facilities during the Sabbath School time. The free discussion of a small group sitting in a circle is more accepted than a teacher standing up in front of a group
and “teaching the lesson.” The more a group attracts younger people and
those outside the tradition, the more this is true.
Emphasis on established rules and traditions is also becoming less and less
respected. This is generally true in North American society today, even when
associated with political factions. There are those who are upset with the
declining respect for traditions and rules. And there are those (the majority,
according to many surveys) who see traditional rules as inauthentic and even
unspiritual. Some even view traditions as expressions of prejudice rather than
righteousness. It is easy to get division and anger stirred up in congregations
over some variation of this tension, and it is counterproductive to outreach
and evangelism.
JACL: Within those changes, what specific changes have you seen that have
impacted the church but are little understood?

Adventist local churches are often unaware of how the
perceptions of the local community impact the growth
of the congregation. About two-thirds of the general
population in North America believe that a church (of
any denomination) is not genuine in its spirituality if it
is not making some contribution to the needs of people
outside of its membership in the local community.
MS: Adventist local churches are often unaware of how the perceptions of the
local community impact the growth of the congregation. About two-thirds of
the general population in North America believe that a church (of any denomination) is not genuine in its spirituality if it is not making some contribution
to the needs of people outside of its membership in the local community. If it
does not operate a homeless shelter, daycare center, free clinic, etc., then it is
not seen as a real religious body of any value. I am sure that it seems unfair to
many small congregations, but this is a real perception that has been identi-
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fied in significant research involving multiple denominations.
JACL: How has research helped to clarify those issues and helped the church
to gain new perspectives on reality?
MS: In a number of studies, I have shown the correlation between community
involvement and church growth for Adventist churches. For example, see
Chapter 2 of Adventist Congregations Today (2003, AdventSource), which was
also published as an article in Ministry (November 2004). Additional studies
since that one continue to provide the same strong correlation.
Equally important is the research on how relational networks are key to
church growth. People come to Christ through family and friends, and as society becomes more secular, this becomes more important. The role that community involvement plays in church growth strategies is to expand the relational connections of church members to wider circles in the community.
JACL: What impact should research findings have on pastoral ministry? And
do you think this happens in actuality?
MS: The importance of understanding and responding to community needs as
part of the outreach and church growth strategy has become more accepted
and practiced by pastors in the NAD and in other parts of the world. Among
younger generations of Adventist pastors in the secularized West, I believe it
is now widely accepted that a congregation with visible service to the local
community and members who have a friendly, caring attitude toward local
residents are essential elements for an outreach strategy that brings new people into the church and to Christ.
Research provides a set of tools that can help us understand the people we
are leading and the people we seek to win to Christ and bring into the church.
If we just hammer at production and do not seek to understand people or
demonstrate our care for them in practical ways, we misrepresent the God we
serve; we cannot expect to be successful in ministry.
I started teaching a regular course on research for the Doctor of Ministry
program at Andrews University in the early 2000s. About that time, I also
received a significant number of requests to do community assessments and
member surveys for local churches. Between those two activities, I know of
hundreds of pastors and congregations who have used research to provide a
basis for strategic planning and to address key problems. The Institute of
Church Ministry, the Center for Creative Ministry, and the Center for Metro
Ministry continue to provide this service. My observation is that this has
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become a regular practice in many placesespecially when a new pastor has
arrived in a congregation or when a church is thinking of a building project or
sponsoring a new church plant.
JACL: As we look to the future, how can research best serve our denomination
(without wasting resources)?
MS: We face a time when research is more important than ever. Organized
religion in North America and throughout the Western world is going through
major changes. The same thing is happening in Latin America, Africa, and
parts of Asia, where urbanization is becoming the norm. We cannot assume
that the procedures and structures that have worked well for generations will
continue to be effective. New generations are doing things differently, living
differently. The means of communication have changed. The ways people
relate to one another are changing; the ways local communities function are
changing. It is a more secular world and one in which people (even those born
and raised in the Adventist faith) are becoming less and less likely to follow
traditions or rulesespecially those passed down by large organizations in
which they do not have a personal, face-to-face role in planning and decisionmaking.
How will we share the Adventist message in this new context? How will we
start and grow congregations? How will we find what works, and what does
not work in terms of outreach and evangelism?
In this reality, we cannot afford not to do research. It is more essential than
ever. The cost of doing research has been reduced some with the use of online
surveys and Web conferencing, and suppliers of sophisticated demographic
data for local communities and people groups. It is not good stewardship to
think one can provide effective leadership without spending a small percentage of the budget on research and good information.
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AKINWUMI OKE, JAY BRAND, SHIRLEY FREED,
AND ERICH BAUMGARTNER

LEADING WITH INTEGRITY UNDER
PRESSURE: THE ACTIVIST LEADERSHIP
MODEL
Abstract: This article proposes that an effective activist leadership model has
important significance for leaders in ethically challenging contexts. Findings
from the grounded theory study present activist leadership theory and competencies or qualities exhibited by “activist leaders” in the public sector. These
support the achievement of “above-the-norm” organizational performance
despite the constraints of weak governance institutions within their specified
contexts. Activist leadership rests on leaders’ (a) managerial and personal
approach; (b) cognitive disposition to achieving good governance outcomes;
and (c) pragmatic leadership approach to resolving leadership challenges in
weak institutional contexts. These leaders can deliver effective leadership
despite weak institutional/governance frameworks, not by using a specific
leadership technique, but rather by manifesting their own personal convictions for achieving results. Implications for Christian leaders in challenging
contexts are discussed.
Keywords: activist leader; activist leadership model; integrity; leadership

Introduction
Do leaders matter? This age-old question about the individual leader’s role
in fostering positive organizational outcomes has been at the heart of leadership research for decades (Jones & Olken, 2005). Understanding the impact of
Akinwumi Oke is the managing consultant at Easydata Ltd., Nigeria. Oke is a seasoned management strategist
with over 15 years of experience across key management competencies in the public, private, and non-profit
sectors. He currently consults as an executive coach and organizational leadership expert serving in an advisory capacity to international development agencies in Nigeria.
Jay Brand is a professor of Leadership and Higher Education at Andrews University. Trained as an applied
experimental psychologist, Brand currently enjoys creativity, innovation, and leadership explorations. Formerly
chair of the Department of Psychology and Social Work at La Sierra University, Brand helped create doctoral
degrees in Psychology at Loma Linda University prior to joining a R&D team at a global corporation; he now
serves in the Department of Leadership at Andrews University.
Shirly Freed is the department chair and a professor of Education at Burman University. She has focused on
leadership issues on a practical, as well as an academic level for several years. She has served as chair of the
Leadership Department at Andrews University and the Education Department at Burman University. She is a
qualitative researcher and enjoys the narrative aspect of leadership and life.
Erich Baumgartner teaches leadership and intercultural communication and directs the PhD in Leadership
Program at Andrews University. He also serves as senior editor of the Journal of Applied Christian Leadership.
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effective leadership on achieving organizational objectives, both in public and
private sector organizations, remains an important aim of contemporary leadership investigation. This quest for a better understanding of the role of effective leadership in organizations rests on two key suppositions: 1) achievement
of organizational goals is impossible without some form of sustained impulse
provided by leaders (Elmuti, Minnis, & Abebe, 2005), and 2) effective leadership is one of the key levers of influence upon which organizations rely for
achieving their goals and objectives.
Effective leadership is demonstrated through a relationship between leaders and followers in a context wherein leadership is exercised (Agho, 2009;
Burns, 1998). Leaders have a catalytic effect on organizational members, especially through the use of integrated transformational, transactional, and adaptive leadership behaviors (Bass, 1997; Bass, Avolio, Jung, & Berson, 2003;
Cooper & Nirenberg, 2012; Heifetz & Laurie, 1997; Leavy, 2013).
O’Reilly and Reed defined this association between leadership effectiveness
and organizational outcomes (2010) as the “cascade of change narrative.”
Acknowledging leaders' responsibility and viewing leadership as the agency
through which internal and external pressures are addressed, and changes
are outlined is the key to developing new services for meeting organizational
objectives.

How Leaders Matter in Developing Democracies
The unique context and governance challenges within developing democracies, mainly where endemic corruption has characterized the public sector,
poses an even bigger question: Do leaders’ ethics and morality matter? The
answer to this question will highlight the leadership's ethical challenges in
difficult environments and support the drive towards restoring confidence in
public officials. This is particularly true in the face of a pervasive lack of trust
in leadership, owing to the public and private realm merger in most democratic cultures (Wolin, 2009).
Therefore, exploring leadership in ethically ambiguous contexts has significant implications for building credibility in societies where pervasive corruption and mutual distrust are the key challenges in achieving governance outcomes for the common good.

The Activist Leader
The complex leadership sphere in developing countries poses many challenges to achieving current and future public-sector leaders' effectiveness. A
new breed of leaders is needed: the activist leader. Some authors have recognized this kind of “atypical” leader as a critical factor for achieving sustain-
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able improvements in governance (Abah, 2012; Goke, 2006; Grindle, 1997;
Leonard, 1987, 2008; Thomas, 2008). In this sense, the term “atypical” should
not be interpreted with negative connotation but as reflecting leadership performance that reaches above the norm within its cultural and developmental
context. This perspective explores the same conceptual vein as similar
research that investigated “positive deviants” of organization
performance/effectiveness within weak governance environments, including
their leadership implications (Abah, 2012; Agba, 2012; Leonard, 2008).
One meaningful way this emerging class of leaders is reshaping public policy for the common good involves facing down entrenched and elite political
interests. This unusual willingness to confront the status quo and go against
the grain enhances reform in critical governance sectors. These public sector
leaders combine high technocratic acumen with transparency in governance
by successfully implementing policies that promote collective welfare despite
facing deep-seated opposition from powerful elite class interests. They expose
corruption in high offices, refocusing public expenditure away from patronage politics and implementing strict reform policies to provide better access to
public goods and services in a complex public leadership environment.
Within public sector organizations, activist leaders direct and energize followers’ willingness to achieve organizational goals and objectives (Abah,
2012) while influencing the political and cultural context within which they
must operate (Leonard, 1987). Activist leadership becomes even more important when considered within the context of political and/or executive leadership performance, which is a critical factor in determining national economic
growth and development (Jones & Olken, 2005), as a sustainable change in
public sector administration (Nabatchi, Goerdel, & Peffer, 2011), as governance effectiveness (Stoker, 1998), and as overall public institutional performance or success (Jung & Choi, 2011).
Several studies have acknowledged the importance of leadership for
achieving organizational goals, and activist leaders have been identified as an
emerging class of leaders—especially within developing countries in Africa
(Abah, 2012; Leonard, 2008). However, there remains a dearth of research on
public sector leadership that thoroughly explains how activist leaders in difficult contexts achieve atypical performance, despite the weak governance systems in which they operate. Therefore, this study aimed to fill this knowledge
gap by investigating leaders in developing countries who can start and sustain reforms in public agencies.
A better understanding of activist leadership in the public sector would
provide valuable insights into why charismatic leadership alone has been
insufficient for effectiveness, as noted in African political leadership literature
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(Osaghae, 2010). This research responds to current public sector leadership’s
shift from thinking about “leaders separate from their contexts to thinking
about leadership within the continuously changing context of a complex,
adaptive inter-connected system” (Hartley & Benington, 2011, p. 5), where an
individual agency of leadership may activate positive institutional changes
within the public domain.
This research is also intuitive because the world is full of leaders who are
doing both moral good and evil, almost in equal measure. The need for effective
leadership in difficult environments remains one of the most significant ethical
challenges in our world. It places a premium on society’s ability to bring up
morally competent leaders. Filling this need is essential, given the recent rise of
populist and nationalistic leaders. This rise has been regarded as the result of
ethical development failures at both the individual and organizational levels.

The Study
Nigeria’s young democracy has witnessed the emergence of a new breed of
leaders faced with the challenges of delivering good governance outcomes within the weak institutional environments; many of these environments were
inherited from past military regimes and are characterized by a culture of corruption and lack of accountability. These young democratic leaders have exhibited an uncanny ability to change the political and institutional landscape of
governance environments bequeathed to them. They have achieved this by providing good governance outcomes and strengthening the institutions they lead.
Thus, this small but growing group of activists who are redefining public sector governance by reshaping the organizations they led provided this study's
focus. The study explored the unique dispositions, skills, values, and/or behaviors of this class of leaders. This was done to understand their emergence of their
development, decision-making, and other personal leadership characteristics
that evolved into their current activist potential. These factors helped to develop
a grounded theory regarding how the leadership competencies/qualities exhibited by this new breed of public sector leaders support the achievement of “abovethe-norm” organizational performance in the public sector, despite the constraints of weak governance institutions within their specified contexts.
This research explored the following central question: How do these
activist leaders exercise leadership in a morally and ethically different way
than has been practiced in their governance context?
Several sub-questions were deployed regarding how these leaders characterize their leadership within their context. Their adoption of a more altruistic
use of power and authority in a context is widely regarded as lacking accountability. These questions addressed the incentives and challenges that leaders
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have faced to achieve organizational goals with a much higher success rate
than expected within their context.
The investigation method adopted for this study was a grounded theory
approach (Strauss & Corbin, 1994, p. 273), a general qualitative research
method designed to build a substantive theory based on the systematic collection and analysis of empirical data. Data collection was primarily conducted
through eleven open-ended narrative interviews with a purposive sample of
seven public sector leaders. Each interviewee had to meet five criteria: (1)
measurable improvement in organizational performance during their tenure
in public office; (2) notable activism as expressed in their use of public office
to effect social change within their leadership context; (3) held a public sector
leadership role for a minimum of three years; (4) were in leadership at national and/or sub-national levels; and (5) validated by a subject matter expert.
Each interview averaged two hours in duration. Four additional respondents
were interviewed who were either a past or present associate/subordinate of
five of the seven leaders interviewed in the study; these respondents had
directly experienced these leaders’ approach to leadership.
The seven leaders were within the age range of 45–55 years old. They were all
university-educated graduates, and some had advanced degrees. All participants had spent an average of 10–15 years in a professional capacity in private
sector organizations before being recruited into the public sector roles. They
were from the six geopolitical zones of Nigeria. Thus, each participant provided
a rich perspective on their socialization and religious orientations in a multiethnic and pluralist society. This purposive sample included three females and four
males to highlight potential gender differences in their leadership approach.
The four additional respondents were educated to a degree level and had
professional relationships with the leaders. They had spent a minimum of two
years working together with the named leader within their public or private
sector roles. Their interviews provided validation for the emergent themes in
the leaders’ stories. Their voices also served as a form of triangulation because
they helped to “corroborate evidence from different sources to shed light on a
theme or perspective” (Creswell, 2012, loc. 4654). There was significant congruence between the leaders’ views and the respondents’ perceptions of leadership experiences from a follower perspective.
Three major themes emerged from interviews with the leaders: (a) their
managerial and personal approach to leadership; (b) their cognitive disposition to achieving good governance outcomes; and (c) their pragmatic leadership approach to resolving the unique leadership challenges in weak institutional contexts. These leaders could deliver effective leadership despite weak
institutional and/or governance frameworks, not by using a specific leader-
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ship technique, but rather by manifesting their own personal convictions for
achieving results—convictions that emerged from a matured conceptualization of their self-integration process. They recalled how they engaged in professional competence, demonstrated integrity in character, and developed a
resilient capacity in their leadership exercise.

The Importance of Competence
The interviewed leaders recognized the importance of acquired training
and experience as a key leadership requirement within the public sphere.
They were tenacious in adapting to the leadership challenges posed by the
complexities in a young democracy, which arose from low accountability, corruption, and ethnic nepotism.

Good Training
Education, professional experience, and prior personal leadership development significantly enhanced leaders’ competence in handling complex problems. One leader alluded to the fact that what she brings to her public leadership is “a combination of good training and experience.” Another referred to
their class of public sector leaders as “technocrats,” a profoundly political
word in Nigeria’s political discourse. This term was traditionally coined to
label brilliant professionals and academics who served in public leadership
roles under the military regimes from 1988 to 1999; more recently, it has been
used to describe perceived reformers and transformational leaders who are
not mired in the political mudslinging of party politics. One leader also
described her leadership's competency requirement as having developed a
“capacity to intellectually assess problems and process a solution to it.”
The leaders were established professionals in law, journalism, health-related disciplines, financial services, economics, etc. They brought to these roles
a fully-developed set of skills from ordered work environments in the private
sector. Their competence was expressed in their reference to having a sense of
vision, strategic thinking, and ability to follow through on a course of action,
even when no clear direction was articulated by their public sector principal
(either the president or state governor, as the case may be). This ability to conceptualize solution pathways required them to combine skills acquired
through the attainment of a decent education and quality experience.

Good Experience
The importance of quality experiences was evident in Aminu’s assertion
that in addition to proper training, “good experience matters.” Aminu was a
48-year-old male public-sector leader who held appointed positions at the
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state and federal level for seven years. In his roles, he initiated sector-wide
reforms in education and youth development. He was recognized as a competent leader who secured significant changes in both sectors—first at the subnational (state), and later at the national level as a federal minister. He
described competence in terms of having the right training combined with the
right experiences as important elements of effective leadership in his context.
He quipped further that “there were lots of very educated people, probably
with good value systems in their homes, but without the experience and exposure, they were not able to take on the challenge: Nigeria.”
Binta, a 56-year-old female leader who held three different roles at the
national level over eight years, shared similar sentiments on the pivotal role
of competency in effective public leadership in tough contexts. She was initially appointed into a presidential advisory role, and she later became a federal minister responsible for two different ministerial portfolios. She managed
a conditional grant transfer scheme that delivered basic services to the poor
and vulnerable across the country—a scheme highly regarded as one of the
most transparently administered in the world. She expressed her conviction
that competence involves having the “right skills.” From her experience in
leadership, “somebody must be skilled; they must be trained and must have
the cognitive capability to be able to connect the dots.” She described competence more in terms of the leaders’ ability to exercise the “intellectual capacity
for analyzing problems.” In her view, her competence was shown through
being able to “intellectually process what exactly the problem really is and to
have that mind of inquiry that will enable me to look at options and mobilize
different resources that would solve a problem.”
The additional respondents who highlighted pivotal moments also supported this idea that these skill sets were instrumental to the leaders’ effectiveness
in situations requiring effective leadership. One respondent described his former boss as “a solid individual” with the resilience to solve any problem.
Effective leaders in weak governance contexts are perceived as competent
individuals. Competency and capability can be developed through experience
in various settings and transferred into the public domain.

Adaptable Leadership
The notion of the transferability of competence from private to public sector roles indicates that these leaders could adapt their leadership to include
the right mix of leadership competencies into their given contexts. This understanding is supported by research in skill-based leadership, which has provided evidence that while “knowledge and expertise are commonly held to represent domain-specific capabilities” (Phye, 1990), leadership skills are more
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generalizable or transferable (Mumford, Zaccaro, Connelly, & Marks, 2000).
This research is based on earlier studies that examined the extent to which
problem-solving and social skills developed in one setting transfer to another
(Zaccaro, Foti, & Kenny, 1991).
According to the model of Mumford, Zaccaro, Harding, Jacobs, and
Fleishman (2000), effective leadership, when viewed through this lens,
reflects the leaders’ capacity in deploying the right capabilities, knowledge,
and skills such as “perspective-taking” in problem-solving as a form of “social
cognition.” By framing the often ill-defined problems of complex environments in a way that facilitates adaptable solutions, effective leaders work as
part of a socio-technical system, and this may explain their above-the-norm
performance in weak contexts (Mumford et al., 2000, p. 14).
One way these leaders showed themselves effective was through their use of
pragmatic leadership behaviors to achieve organizational goals. They recalled
being innovative and creative in problem-solving approaches while engendering inclusive decision-making among team members. They provided opportunities for institution-building, allowing for the establishment of change/reform
in their organizations. This illustrated their adaptive capacities in the area of
understanding and their use of transactional and transformational leadership
behaviors in communicating and motivating staff for higher performance.
This study also found that leaders were intrinsically motivated to deliver
desirable governance outcomes, even when there were no clearly defined performance goals. Their desire to achieve results was guided by a strong personal value system, developed through family influences and socialization during
their formative years. They also had a high achievement focus in their personal life. These self-motivated individuals were intrinsically motivated to
improve the organizations they led constantly.

A Character of Integrity
How were these leaders able to achieve higher performance levels than normally would be expected in their context? Their intrinsic motivation led them
to use their competence, leadership capacity, and strength of character to
adapt their leadership behaviors, allowing them to better respond to the complexity of their public-sector context. These leaders transcended the peculiar
pitfalls of leadership by achieving high congruence in their notions of self,
which they then successfully deployed through intelligent decision-making
for the common good through effective use of social power.

Trustworthy Reputation
Leaders had a reputation for integrity and of being ethical in their dealings
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in previous organizational or work contexts. The subordinate respondents
repeatedly expressed their trust in these leaders, indicating that they trusted
these leaders and their ability to behave in a way that prompted mutual trust.
It is instructive to note that none of the leaders in this study had any allegations of corruption (financial or ethical) leveled against them, despite having
spent an average of three to five years in public service. They were also mindful of the dangers of nepotism (both ethnic and religious) in a multiethnic
context. This is a significant achievement in a context infamous for corruption
and abuse of office by public officials.
Subscribing to a set of moral qualities and ethical standards appears to be a
common thread in the personal attributes to which the leaders ascribed. They were
firm believers in maintaining a strong moral compass and holding themselves to a
higher moral standard, based on their personal convictions and moral values.
Binta believed she wouldn’t have survived in office or attained her high
public leadership appointment without integrity. She opined that “if you’ve
got proven integrity, then you’re good for it.” Proven integrity, in her view,
has no other criterion than a moral virtue that can be “experienced and can be
vouched for.” She asserted that her first appointment into public office was
because former President Obasanjo trusted her. She was convinced that her
high moral standards in the face of corruption were crucial for the success in
her leadership role. This explains why she was tasked with managing a conditional cash transfer scheme worth $500,000,000.

Roots and Wings
Binta further stressed the role of her upbringing in developing integrity in
leadership. She stated, “It’s my upbringing. It’s my training. It’s my experience.
It’s those three things.” For her, those three factors shape a leader. When
probed about her upbringing, she explain it as “a set of values that you will not
compromise as you grow up.” These are embodied in the “roots and wings to
fly.” The “roots are your values, your culture, your religion, and the wings are
the education.” For her, the moral values from early life socialization experiences are the roots that sustain consistent moral action in her life and her public
leadership. She concluded by saying, “What you stand for in your home does
influence what you do in the public place.”
Oghene (an associate and former staff of Binta) further added that in his
experience with Binta, she was clear about what she wanted to achieve and that
her decisions were “not colored by material considerations.” This enabled her to
attract the best people. He also affirmed her integrity in an environment where
other primordial considerations cloud decision-making. He was quick to add
that even though she is Fulani (from the North), her core team consisted of peo-
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ple like him—an Urhobo (from the Niger Delta). This, in his view, meant she was
above the primordial sentiments that corrupt effectiveness in the public sector.

Character is Fundamental
There was Amaka, a 54-year-old female leader who also held three different
roles at the national level of governance. She held ministerial positions in two
separate portfolios at the national level and was a leading pioneer for a series of
institutional reforms in ensuring transparency and accountability in governance.
She led a radical reform in two federal agencies for over four years. As far as she
was concerned, “Character is fundamental and foundational.” She believed her
character, which was developed through her upbringing, had instilled a moral
value system that helped her make a difference in public life and, ultimately,
defined the leader she became as an adult. She further describes leadership
without character “as a locust,” which destroys the very fabric of society.
For Amaka, effective leadership is being able to “combine integrity, the
ethical standards” with good career experiences. She perceives moral character in terms of “ethical standards of behavior” as developed by her family
socialization. This is the soil from which effective leadership grows concerning education and experience. Both knowledge and integrity are important.
“Knowledge is as important as the integrity factor of leadership . . . without
the knowledge, the integrity factor was insufficient.”

Prevailing Consistency
Another leader in the study was Ade, a 54-year-old male leader appointed
into a public sector role at the subnational level. He later secured an executive
position at the subnational level before serving as a minister at the national
level. He remarked that in ensuring that integrity prevails, a leader needs not
only be aboveboard; he must also avoid anything inconsistent with his moral
stance. He made the point quite elaborately with this anecdotal statement:
“You cannot combine personal gain with the desire to make change,” otherwise “you will be humiliated.” This is because “you have to ‘kick axx’ at some
point, and you can't ‘kick axx’ if you share money, or if you are part of [corruption/embezzlement].” His anecdote was a classical one in Nigeria’s public
service parlance, that “if your directors share money with you today, you can't
come tomorrow to say you are suspending him/her for incompetence/lack of
performance or else he will ask you, ‘Are you mad?’”

Deep Values
The leaders were clear about their reliance on personal values in developing
and using integrity in their leadership. Aminu made his point: “In talking about
values, the values that I hold dear today, values of honesty, values of hard

THE JOURNAL OF APPLIED CHRISTIAN LEADERSHIP

Published by Digital Commons @ Andrews University, 2019

PAGE 37

37

Journal of Applied Christian Leadership, Vol. 13 [2019], No. 2, Art. 1
L E A D I N G

W I T H

I N T E G R I T Y

work, courage, fortitude, integrity, loyalty, commitment, patriotism, are values I
learned from my father.” He further claimed that these values form his “first
principles,” and he has taken personal responsibility for developing them into
his canon of leadership to the extent that “I’m very intemperate and very intolerant of sloppiness of any kind, or malfeasance. I have absolutely no accommodation for it and people who tried to lure, to seduce, to negotiate things.”
These comments are instructive in understanding the leaders’ self-awareness about the implications for effectiveness in their context. They are also
informative about the crucial role of integrity in their leadership. The central
question that underlies moral and ethical decisions for most participants was
this: “Have you taken this course of action to your personal advantage?” This
is because, according to Aminu, “You cannot work in the public sector and
carry out successful reforms without making compromises.”

Justice and Fairness
Integrity, as defined by these leaders, included the elements of fairness and
justice in decision-making. This is especially important in a multiethnic,
multi-religious country where public officers wield enormous power and often
dispense favors and gratify close associates. Binta put it this way: “What I
have to do is to ensure that I’m fair.” When she considers her allocation decisions, she explained, “I have to think about religion. It’s not to think that it is
my religion that will prevail; it’s to think that okay, if they need this to have a
religious balance, then I have to look at it.” She also said that she often looks
“at the justice in her decisions.” In her leadership roles, she has sought for
“everyone to benefit, but I (her Fulani kith and kin) shouldn’t be left behind.”
In her view, this has helped ensure that she is always “looking at where the
needs are.” This requires balance.

A Moral Compass
Turak, a 56-year-old male public-sector leader, was appointed into a public
leadership role at the national level. He led an organization responsible for law
enforcement and tackling financial crimes in the country. His pioneering role in
the agency while positioning it as a credible institution has been cited in literature as an example of best practice in global anticorruption reforms. He narrated
instances when he had to rely on his moral compass and reject huge bribes at the
risk of his life and family members. He talked about integrity as taking a long,
hard look at the big picture of corruption's impact. This moral compass helped
him to “steady the ship” in a “morally deficient public arena” where corrupt officials will offer bribes, and he knew these powerful men and women could “resort
to any means necessary,” including intimidation and threats to his life.
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This moral compass was hinged on his firm belief in justice. Justice, according to Turaki, is blind. He will serve justice to both Nigeria’s big and small
men in equal measure—“once you cross the line.” His main mantra is to deal
in fairness with everyone and with the “fear of God.”
These and many more instances of leadership in difficult and often dangerous contexts highlight a leader’s capacity to inspire their followers’ learning
was enhanced when specific personal characteristics were present. A reputation for competence propels them to set higher standards of achievement for
themselves and others. Their emotional and social intelligence enabled them
to build trust and adjust their leadership to maximize effectiveness. Rejection
of leadership's common pitfalls in weak institutional contexts further deepened faith among their followers as leaders openly embrace dialogue and
stakeholder consultation. Finally, the leaders’ resourcefulness, pragmatism,
and imagination helped them keep the goal of achieving the common good at
the center of their efforts.

A Model of Activist Leadership
The study concludes that leaders’ personal characteristics, understanding of
self-concepts, and a pragmatic approach empower them to create a compelling
personal vision that communicates a clear ethical framework. They combine
these elements with the capacity to use their social and emotional competencies
to achieve results. These leaders also believe in modeling effective leadership as
a tool for problem-solving and utilize an altruistic approach based on their high
integrity and concern for others’ well-being. This leadership approach focuses
on how much leaders integrate their experience into the sense-making and
sense-giving experiences required to lead in a complex environment for the
public good. A high level of self-awareness permeates their decision making
and inspires consensus among followers toward a shared vision.
Articulating the leaders’ values, purposes, and identities within the realms
of the constructive developmental paradigm help to discern links between the
leaders’ conceptual frames of reference and capacity to align others in strategic action (Cook-Greuter, 1999) as cited in Akrivou and Bradbury-Huang (2011,
p. 997). This “constructivist developmental” theoretical approach “relies on
two key constructs that independently allow for a personal movement from
simpler to more complex forms of meaning-making: self-complexity/differentiation and self-integration” (Akrivou & Bradbury-Huang, 2011, p. 997).

Self-integration
“Self-complexity/differentiation” encompasses individual thought patterns,
emotions, and self-concepts that are characterized by the “ability to act amid
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a web of complex relationships and allows the individual to cope with complex demands faced in the social world” (Akrivou & Bradbury-Huang, 2011, p.
998). This is reflected in individual intelligence and the “relational aspects of
the leaders’ experience” (Akrivou & Bradbury-Huang, 2011, p. 998). Effective
and outstanding leaders have high degrees of self-complexity/differentiation,
and this is demonstrated by how the “leader’s vision translates into sense giving by embracing a variety of conflicting issues while communicating an
understanding of various stakeholder realities.” This might explain why these
leaders are equipped with the multidimensional self-concept needed for differentiated cognitive and behavioral adaptability in a complex social context.
This entails using more than cognitive abilities in determining appropriate
action in a manner that ensures alignment of action and personal value systems in the face of demanding ethical choices It is a transcendental self-governance ability emanating from a “process sense of self” (Kegan, 2009). The
resulting “sense of groundedness” enables pragmatic leaders to develop “a
morality imposed by the self and not in accordance with externally imposed
moral values” (Akrivou & Bradbury-Huang, 2011, p. 999).

For the Common Good
Leaders expressed having an “inner moral compass” tied to their ability to
critically question personal behavior and avoid pitfalls of nepotism and corruption associated with other public-sector leaders in their context. They
exhibited a sense of individual accountability to society (others’ common
good), which resulted in the capacity to effectively transcend the status quo
and initiate social and organizational change. Resulting from these elements
of self-integration is a set of behaviors consistent with “leadership for the
common good” (Kegan, 1995; Kegan & Lahey, 2009).

A New Ecosystem
This study further contends that producing leaders who lead public organizations effectively must be the shared responsibility of many parts of the
“ecosystem” of public leadership. The findings from this study suggest that
the leaders’ success does not lie in following specific leadership techniques
but in a combination of factors. These factors make up other “parts”education, skills and competency development, innovation, pragmatism, family
socialization, and astute political acumen—of the leadership “ecosystem.”
They must be considered for their roles in growing more activist leaders who
will deliver effective public-sector leadership at all levels of a national organization. These implications call for a new paradigm in the overall “ecosystem”
of leadership development in transition countries and young democracies, an
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ecosystem defined by combining the interactions among specific elements of
a complex system of individual leadership development.

Leading to Make a Positive Difference
This study drew its conceptual framework of effective leadership from a personal leadership perspective described by Greenstein (1979) and Mumford
(2006). The effective leadership persona(s) offered by these two experts provided useful insights into the personal leadership attributes that support effective
public leadership. These include: a) a commitment to impacting public policy,
as well as actual impact on policy, and b) a clear sense of policy direction by
articulating a vision and supporting an institutional framework that encourages
creativity and nurtures innovation within the public arena (Greenstein, 1979).
Greenstein’s (1979) review of leadership activism in an executive function
included “a commitment to make an impact on public policy,” and the actual
impact on policy achieved by public-sector leaders, as marks of effectiveness.
This required leaders’ competence, integrity, and character. Greenstein further argued that a key element of success in public leadership is the ability to
develop a professional reputation as a skilled leader.
Mumford (2006) described notions that enriched Greenstein’s insights by
proposing a model of pragmatic leadership as the “exercise of influence by
identifying and communicating solutions to significant social problems.”
Mumford further asserted that pragmatic leaders are effective through their
outstanding leadership style because they help to “create structures to support solution implementation and demonstrate the feasibility of these solutions.” Mumford and colleagues posited that these leaders use an “analysis of
organizational requirements and constraints,” a capacity for using “wisdom
and perspective-taking,” in order “to craft viable solutions likely to work within the organizational context.”

Implications for Christian Leaders in Difficult Contexts
This study of effective leaders in ethically challenging environments yielded rich insights that clearly demonstrated that at the heart of effective publicsector leadership was the leader's integrity and character. Leaders lead out of
who they are. This conclusion mitigates against any attempt to separate the
public and private realm. The leaders in this study could be effective; the values they considered as indisputably valid sustained them. Thus, their public
service was guided by their personal values.
This conclusion opposes the tendency to separate the private and public
realms found in the West and proposed by proponents of relativism and postmodernism. At the heart of the relativism and postmodernism debate in con-
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temporary times lie the apparent merger of the public and private realm in
most Western cultures (Wolin, 1960). This “privatization of the public realm”
first noted by political theorists in the 1960s was attributed to generalized
Christian beliefs and its influence on morality (Ekeh, 1975). By attempting to
translate the private realm's moral imperatives into what should be considered
a separate and public sphere, modern western societies built on generalized
Judeo-Christian beliefs. However, they have run into a conundrum of seeking
to interpret actions and rhetoric in two often contrasting realms. This notion of
the “two publics has profoundly impacted how public leadership is practiced
in Africa and Asia—in predominantly collectivist cultures” (Ekeh, 1975).
In the same vein, our time's pervasive moral relativism seeks to counter a faithbased position concerning ethics and morality. This moral tension has implications for Christian leaders because it constantly pulls at the ontological basis of
Christian morality and the firm belief that no one can be ethically good without
God. Faith in God and the associated belief systems make a case for anchoring
morality and ethical decisions on faith realities such as the inherent sinful human
nature, which is opposed to God's inherently good nature. Christian leaders in
today’s multicultural world are to be reminded that aligning moral and ethical
decisions with the divine will is the only antidote to the many failings of ethics in
our world today. Mortimer (2013) makes a very reassuring treatise on how well the
Christian faith and ethics are almost irrevocably tied together. He suggests that
the current moral confusion being experienced because of the deliberate attempt
to discount that link between faith and the basis of good morality (p. 7).
This is because Christian leaders in our contemporary world continuously
struggle with how much to allow faith to interact/interfere with their ethical
decision-making models. The ethical dilemma for these leaders comes from
modern views of leadership involving different positions from time to time—
irrespective of contexts. When faced with these situations, the need for God in
ethical decision-making appears to fluctuate along the spectrum of (a) being
against religious inferences; (b) being separate but not antagonistic, or (c)
adopting a fully integrated model when religion becomes the ethics, and lastly, (d) allowing religion to transform ethics (Covrig, 2010).
This study's findings suggest that a personal conviction and acceptance of
the need for God as the basis of good morality is instructive for the Christian
leader; this is because it relies on the Christian ontological foundation for a
renewed mindset. As Paul admonishes in Romans 12:2: “And be not conformed to this world: but be ye transformed by the renewing of your mind,
that ye may prove what is that good, and acceptable, and perfect, will of
God.” This verse is a useful canon for emphasizing God's need in a leaders’
morality/ethics and recognizing that it is impossible to make good moral deci-
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sions consistently without the renewing of a carnal mind.
The link between personal morality and faith has found support even in the
secular arena. It is quite reassuring to learn that a number of secular businesses
and corporations have picked up on this need for faith in morality/ethics. This
realization by a business is, in part, responsible for the increasing interest in workplace spirituality, which has been described as not only good for the bottom line
in terms of profits but also engenders good values both in leaders and followers in
organizations (Johnson, 2013). Christian leaders can benefit from demonstrating
sound moral and ethical decision-making through reliance on God.
Embracing faith-based morality and ethical foundations outlined in the
Christian faith has the potential to transform leadership effectiveness in ethically challenging environments. Ethically competent leaders help moral
growth and human flourishing by setting the right moral tone for themselves
and the organizations they lead. The view of activist leadership theory is that
the privilege of leadership comes with a moral responsibility. The classic biblical example of how leaders can significantly hurt moral growth and flourishing is Jeroboam the son of Nebat (1 Kings 11–13). His “sin” had such a profound impact on ancient Israel that his descendants were not only wiped out,
but they became the central focus of Israel’s descent into idolatry.
The same is true today in modern times, as evidenced in by the many failed
corporations that litter the corporate and (inter)national landscape. The Bible
is clear that “righteousness exalts a nation, but sin is a reproach” (Prov. 14:
34). Moral competence in leaders often leads to societal moral growth and
improvements in human development.
Therefore, leading ethically in difficult environments requires adopting
strategies to improve ethics and control corruption in both the private and
public sectors. Seek to understand the spiritual, social, and economic conditions under which public duty and the ethical standards required from them
to compete with leaders' private moral commitments and social obligations.
Avoiding the pitfall of moral leadership or “shadow casters” is a critical
work of leadership. This affirms J. Palmer’s assertion that “leaders have the
ability to shape the world under which followers must live,” and this has
implications for whether a leader helps society morally or otherwise (Palmer,
1998). A leader’s personal convictions about what makes good morality/ethics
are therefore not isolated from his/her faith—which is forever fused with the
leaders’ personality (and worldview).

Conclusion
A good illustration of the activist leadership model's effectiveness is depicted
in the following account by one of the activist leaders in this study. It describes
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how he went about reforming the Nigeria Football League—and this was years
before the monumental scandals that rocked the international governing body
of the sport (the Federation of International Football Associations, FIFA) in
2015. He described the Nigeria Football Association in these terms: “[T]he entire
leadership system around football especially had more or less collapsed. I recall
that when I got into the office as Sports Minister, there were 26 court cases on
the Nigeria Football Federation alone; all kinds of litigation . . . .”
In his recollection of the leadership challenge he inherited at the Federal
Ministry of Sports Development in Nigeria, football and other sports had been
so inadequately managed that the nation had no plans for athlete development.
Neither was the sport providing sufficient livelihoods to all the support services
and professionals associated with the sports. The tipping point for him was
Nigeria's failure to win a single medal at the London Olympics in 2012. This was
just three months into his tenure as Minister!
It was instructive that one of the most successful reforms he delivered during
his tenure was reorganizing the Nigeria Football League from a comatose,
almost non-existent outfit into an independent professional league that could
attract local and foreign funding investments—all within two years.
The central question that underlies his moral and ethical decision for rebuilding the sports’ management and leadership was how to achieve reform without
it being perceived as a course of action to his personal advantage? This is
because, according to him, “You cannot work in the public sector and carry out
successful reforms without making compromises.”
He further demonstrated that his moral compass helped him to “steady the
ship” in a “morally deficient public arena” where corrupt officials who felt
threatened by the reforms could resort to any means necessary—blackmail,
intimidation, and threats to his life. The threats to life for these activist leaders
are real and evidenced in his contemporaries' experiences in office. This made
him adopt an approach that views reform as resulting from several “incremental
changes” and not a revolution, where massive disruptions to incentive systems
appear to be introduced at once.
In his attempt to reform the National Football League, he was constrained by
the implications of the Federation of International Football Associations’ (FIFA)
statutes regarding National Football Federations that prevented ‘political interference’ in sports administration. He yet had to institutionalize new funding
models for the sport to benefit all critical stakeholders—players, coaches, fans,
and the industry that it serves. In his recollection of how this was accomplished:
“[T]he only way was to reconstitute the Federation to accommodate private sector funding in a transparent manner that was needed to support the development of the sport.”
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The situation was complicated because the leadership of the Football League
gets into office through election by the Chairmen of Federation of Football
Associations across the 36 states. It also means the minister alone cannot remove
them from office because, based on FIFA statutes, they were elected and not
appointed as the minister was. They, therefore, relate with appointed cabinet ministers, if not as an equal, then as someone who has even an inferior mandate than
theirs, because (a) he was elected while ministers are appointed, and (b) they
have a transnational affiliation that cabinet ministers don't have. This makes it
difficult to remove them from office for ineffectiveness.
However, in this case, instituting reforms for the football league by changing its
governance structure cannot succeed and be institutionalized if there was no
change of leadership. He recalled thinking, “If we did not get rid of them, we
would not make progress.” He went about trying to obtain his “authorization to
implement change” through enlisting the state chairmen of football associations—
the only body that could remove the ineffective chairman and institute a new
order. In his view, the key to institutionalizing the reform lies in obtaining “the
authorization of the people you are working with” that allows you to lead them in
a particular direction. A valid authorization to implement change becomes the
viable instrument for institutionalizing the change beyond the reform agent.
This process enabled him to reconstitute the football association and eventually led to the league’s restructuring. The reconstituted and rebranded professional league could then secure the much-needed funding to operate on a significantly higher effectiveness level. The new management negotiated a $34
million television rights deal with a multinational corporation for broadcasting
the league to a global audience—income that ensured that teams could now pay
players’ salaries, improve facilities, and enjoy local and international coverage.
Today, the Nigeria Professional Football League can engage in capacity development contracts with top leagues in Spain, England, and Brazil. These collaborations have all been of immense benefit to Nigerian players and coaches—and
the overall development of the sport in Nigeria.
Despite all these positive developments, his experience was not without
controversy. He recalled being accused of trying to appropriate the league for
his friends. They labeled him as disrupting the “system” and had threatened
his life and family. However, by using his activist leadership skills—(a) managerial and personal approach; (b) a cognitive disposition to achieving good
governance outcomes; and (c) a pragmatic leadership approach—he could
achieve a significantly improved football management regime for Nigeria
without any personal gain. This did not go unnoticed in a country of 200 million football-loving fans who remain appreciative of his efforts and continue
to recognize him as an effective public leader.
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LEADING IN THE THIRD SPACE
Abstract: For nearly two millennia, Jews and Christians have struggled to
interact with each other and engage in meaningful dialogue. The tragedy of
the Shoah only deepened and enlarged the chasm that exists between these
two faith groups. How can this fracture be healed, and reconciliation or even
dialogue emerge? This article explores the work of The Matzevah Foundation
in its efforts to create a nexus within the liminality of a Jewish cemetery in
which Jews and Christians may mutually interact and cooperate as they care
for and restore Jewish cemeteries in Poland. By examining acts of loving-kindness, Jews’ and Christians’ attitudes are influenced, creating mutual bridges
of understanding. This study suggests a framework and a potential model for
Jewish and Christian dialogue and highlights critical aspects of the experience
of dialogue.
Keywords: Jews and Christians; interfaith relationships; dialogue; reconciliation;
Jewish cemeteries

Introduction
In June 2004, I had an unexpected conversation with a waitress in a hotel
restaurant that would change my life forever and lead me in a different direction. I was working with a company of American young people in a Baptist
church in Otwock, Poland, a suburb of Warsaw. Anna, the waitress, was curious about us and our work. She asked me many questions and was pleased
with the good that we were doing for her community.
One morning as Anna and I were talking, she surprisingly suggested that I
take this group of young people to visit the nearby Jewish cemetery. Anna was
a Polish woman of Jewish descent; I was a Baptist pastor. What did Anna’s
suggestion mean? What should I do? Ultimately, her suggestion led me to ask
myself, “What should be the Christian response to the Shoah?”
In 2005, I began a journey to answer this question, which led me to care for
and restore Jewish cemeteries in Poland. My purpose was to open a pathway
to Poland's Jewish community that could lead to dialogue and reconciliation.
In 2010, to continue the work I began in Poland, a group of Christian friends
and I established a 501(c)(3) nonprofit corporation, The Matzevah Foundation
(TMF). I conducted a case study of the work of TMF and its efforts to bring Jew
Steven D. Reece, PhD, is president of The Matzevah Foundation, Inc., which cares for and restores Jewish
cemeteries in Poland. He and his family live in Atlanta, GA.
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and Christian together by safekeeping the Polish-Jewish cemeteries.
Through the inquiry of Jews’ and Christians’ interactions in this liminal
space of the Polish-Jewish cemetery, I sought to understand how acts of loving-kindness influence attitudes and create mutual bridges of understanding
as to the underpinning for dialogue. My investigation asked two primary
questions. First, how have Jews and Christians responded to the work of TMF?
Second, in what ways did Jews and Christians learn how to dialogue within
their interaction in the work of TMF?
I discovered that Jews and Christians reacted to the work of TMF in five
ways: developing relationships, engaging in loving acts, remembering, restoring, and reconciling. These reactions produced the foothold of dialogue. The
data revealed a framework for dialogue that emerged from Jewish and
Christian interaction comprised of seven components: addressing proselytism,
developing the common ground, increasing understanding, building a sense
of community, speaking about matters of faith, confronting the present past,
and overcoming differences them.
My study discovered a potential model for Jewish and Christian dialogue
and contributed a greater understanding of the experience of dialogue.
Instead of meeting and talking, the distinctive difference of dialogue, as
encountered in this study is the creation of a nexus within the liminality of a
cemetery. Here, Jews and Christians may mutually interact and cooperate in
the restoration of Jewish cemeteries in Poland.

The Choice
Do we wander across the face of this earth aimlessly, without purpose? Are
we sovereign monarchs who circumnavigate the terrain of our lives because,
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as Henley (1893) suggests, we are the masters of our fates and the captains of
our souls (p. 57)? Or, does the One who created us and loves us, the Almighty
Himself, order our steps and direct our paths? If the Lord of Hosts knows the
number of hairs on our heads and leads us into green pastures, then how do
we recognize His leadership? What then do we do, and how do we respond
when we realize that the Great Shepherd wants to lead us in a different direction? Like sheep at a new gate, do we balk, or do we yield to His leadership
and enter the unknown?
I faced such a choice in June 2004.
I was a Baptist minister, serving in Poland. One day, I had an unexpected
conversation with a waitress that would forever change my life and lead me in
a completely different direction. I met Anna in the hotel restaurant, where I
stayed with a group of young American volunteers. These volunteers assisted
me with a small Polish-Baptist congregation in Otwock, a community just outside of Warsaw. Anna was a waitress who served us daily. She did not speak
English; nonetheless, she was interested in us and our work. At every meal,
Anna asked me many questions about who we were and what we were doing.
I explained to her in Polish that we were working with a local group of
Baptists to serve her community by teaching English, conducting a day camp,
and sharing Bible stories. Anna was delighted with the good that we were
doing for her city.
One morning, as Anna and I talked, and she surprisingly suggested that I
take a group of young people to visit the nearby Jewish cemetery. Up to that
point, I had lived in Poland with my family for seven years. I spoke Polish
well, had read Poland’s history and had a good understanding of Polish cul-

PAGE 50

https://digitalcommons.andrews.edu/jacl/vol13/iss2/1

Vol. 13, No. 2 FALL 2019

50

et al.: Complete Issue
ST E V E N

R E E C E

ture. I realized that Anna’s suggestion was uncharacteristic for typical Polish
interest. It was an unusual topic to broach with me, someone whom she did
not know well. Discussing such Jewish matters were commonly avoided and
considered to be taboo in many cultural settings in Poland.
By suggesting that I visit this Jewish cemetery, Anna took an enormous risk
and crossed into a terrain divided by longstanding racial and religious tensions, disputed memories of WWII, and filled with trauma and strife. She was
inviting me to enter a contested cultural space, a third space, which exists
sandwiched between Jewish and Catholic Poles, i.e., between Jews and
Christians. How should I respond? I knew that I had to choose my words carefully. I did not ask her if she was a Jew or if she was Jewish, as this type of
question would be a faux pas—a cultural blunder. Instead, I asked her politely: “Czy ma Pani pochodzenie zydowskie (Madam, are you of Jewish descent)?”
She replied, “Yes.” And then quietly added, “There are many of us in hiding here.”
At that moment, I felt the weight and power of Anna’s words. Equally, I
realized that what she was saying to me was particularly precious. A Polish
woman of Jewish origin was suggesting to me, a minister of Christ, that I visit
a Jewish cemetery. It was as if she was inviting me to see it. Regardless, I did
not understand what her proposal meant, or why she would make such a suggestion to me. Despite my uncertainty, I sensed that God led me to visit this
cemetery; nonetheless, I did not know why. What would I see? Why did it
matter? What was so significant about a cemetery to a Jew, or someone like
Anna, who had Polish-Jewish heritage? Why should a Jewish cemetery matter
to me as a Christian, and most significantly, as a Baptist minister? What did
God wish for me to do?
If you were in my shoes, what would you do?

My Response
For me, the answer was simple. I wanted to find out why a Jewish cemetery
in Poland was so significant to someone like Anna and, more broadly, Polish
Jews. I felt compelled by God to learn more by researching and exploring this
matter, pondering these uncertain questions, and visiting this Jewish cemetery.
Before I could visit the Jewish cemetery in Otwock, I researched Jewish
cemeteries and their importance in Poland. I discovered that Jewish cemeteries were one of the physical remnants of the Jewish presence in Poland—a visible testimony to the once vast, pre-WWII Jewish community that had lived in
Poland for nearly a thousand years. Poland had had the largest pre-war
Jewish population of any country in Europe before the Nazis decimated
roughly ninety percent of them. These Jewish cemeteries were powerful testi-
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monies of the physical and cultural genocide perpetrated by the Third Reich.
Furthermore, the Nazis burned numerous synagogues and houses of prayer;
they desecrated almost all Jewish cemeteries by destroying or removing the
stone matzevot (Hebrew plural form for headstones) and used them as building materials.
My search for understanding led me to this question: “What should be the
Christian response to the Shoah?” During the Shoah, also called the
Holocaust, six million European Jews were exterminated by the Nazi regime.
The Shoah occurred in an overwhelmingly Christian Europe, where ninety
percent of the population was Christian. Jews were a distinct minority and a
convenient target of hatred. More than half of the Jews exterminated during
the Shoah, nearly 3.5 million, were Polish Jews who lost their lives in the
German death camps of occupied Poland. What remained, what spoke most
strongly of their presence in Poland, were the roughly 1,200 to 1,500 abandoned Jewish cemeteries scattered across Poland. These cemeteries had virtually no one to care for them. To a Jew, caring for the dead, including cemeteries, is one of the highest commandments to perform according to the
Halakhah (i.e., Jewish law).
During the summer of 2004, along with some friends, I visited the Jewish
cemetery just outside of Otwock. I was amazed by what I saw. It was almost
invisible, hidden among the trees, lying situated in a forest, overgrown and
neglected. On the faces of the matzevot, I discovered Jewish iconographies, such
as the Star of David, the Levitical vase, and the hands of the kohanim (temple
priests). Tragically, I also found throughout the cemetery broken and damaged
matzevot. Additionally, I found apparent vandalism in its midst, as some
matzevot had been sprayed painted with anti-Semitic graffiti. What should I do
now that I had seen the Jewish cemetery to which Anna had directed me?

The Path to Dialogue and Reconciliation
As I considered this question, a radical idea emerged. What if I cared for
this one neglected Jewish cemetery in Anna’s town? Would it make any difference? Would it matter? What would it take to do it, and what would it look
like? Caring for this Jewish cemetery could be a means by which I might, as a
Christian, speak to the injustice of the Shoah and open a dialogue toward reconciliation with the Polish-Jewish community. What would it look like if I led
Baptist volunteers from the US to work with Polish Christians in attentive care
for this small Jewish cemetery hidden away in the forest just outside Otwock?
To undertake such a task, I first had to open a dialogue with the Warsaw
Jewish community. In March 2005, I met with the Chief Rabbi of Poland’s representative on the Rabbinical Council for Matters of Cemeteries. I asked this repre-
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sentative if it would be possible to bring Baptist volunteers to care for the Jewish
cemetery in Otwock. He asked me, “Why would you want to do such a thing?”
I simply replied, “Reconciliation.”
With that one word, I began my quest for reconciliation, leading me and
others from one matzevah (Hebrew singular for headstone) to the next.
Ultimately, it led a group of Christian friends and me to establish The
Matzevah Foundation (TMF) in December 2010 as a 501(c)(3) nonprofit corporation registered in Georgia and determined by the Internal Revenue Service
(IRS) to be a public charity.
I had established TMF with a group of friends. Now what? We would continue the work that I began in Poland in caring for and restoring Jewish cemeteries. Although I had been leading Jewish cemetery restoration projects in
Poland for many years, I felt something was missing. There was yet something
that I needed to learn, but what? I wanted to address the dilemma we faced,
as a group of Christians leading TMF, concerning how to care for and restore
Jewish cemeteries as Christians.
To answer this question, TMF had to grow in its understanding of what it
means to be Jewish and address the aftermath of the Shoah today and its
direct impact on Jewish-Christian relations. For this reason, I had to learn.
Subsequently, in 2011, I entered the Leadership Program of Andrews
University to pursue a PhD, so I might develop TMF as an organization while
deepening our understanding of what it means to be Jewish and speak to the
injustice of the Shoah.
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The Matzevah Foundation
TMF is a small nonprofit organization operated by a board of directors consisting of seven people and a small volunteer staff. TMF exists to educate the
public about the Shoah, commemorate forgotten mass grave sites of Jewish
victims of the Shoah, and care for and restore Poland's Jewish cemeteries.
TMF conducts its mission in cooperation with numerous Jewish descendants,
Jewish and non-Jewish organizations, universities, churches, local governments, civic associations, schools, and communities who wish to speak to the
injustice of the Shoah by preserving the Jewish heritage of Poland.
For the past eight years, in its 30-plus Jewish cemetery restoration projects,
TMF has engaged over 1,300 volunteers, of whom roughly seventy-five percent
are local, while the remaining volunteers are from the United States, Canada,
Israel, Australia, Argentina, South Africa, and Europe. These volunteers gather and collaborate in Jewish cemetery restoration projects conducted each
summer in cities and communities across Poland where Jewish communities
once thrived.
In each project, participants are involved in an intensive week of labor in
which they experience first-hand the loss of the Shoah by cleaning or removing
debris, cutting brush and undergrowth, and restoring some aspect of the
Jewish cemetery that was desecrated during and after WWII. Volunteers spend
free time together: going for coffee, having casual conversations, or interacting
with each other in structured environments where tough issues are explored.
During the week, educational and cultural excursions are planned so that volunteers may learn more about the history and people of the region or locality.

A Research Project
To carry out its mission, TMF cooperates with community and government
leaders in Poland. Also, it has developed collaborative partnerships with
Jewish and secular institutions in the United States and Europe. These diverse
groups of people are interconnected through the work of TMF through safeguarding and rebuilding neglected Jewish cemeteries in Poland. As a part of
my learning journey, I first wanted to analyze how Jews and Christians
responded to TMF and its work. Second, I wanted to explore how Jews and
Christians learned to dialogue within the construct of the third space—the liminal space of the Jewish cemetery in Poland.
Therefore, to study the matters, I conducted a case study of TMF and its
work. As a qualitative researcher, my role in this project was direct. The part I
played was more in line with that of being a participant and observer. The purpose of my investigation was to describe the process of how acts of lovingkindness (mercy), encountered through the work of TMF, in caring for and
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restoring Jewish cemeteries in Poland, have influenced dialogue (or lack thereof) among Jews and Christians. My research explored mercy as the language of
dialogue, and TMF illustrated that dialogue. In my study, I understood mercy
in terms of “loving acts” (Johnson, 2012, p. 127), which I corroborated by
humane orientation, concern for others, compassion, charity, and altruism.

Contemporary Jewish-Christian Relations
In 1933, Hitler became Chancellor of Germany, leading Nazi Germany
toward war and the Shoah's historical cataclysm. Many people consider that
anti-Semitism was based on the Third Reich’s decision to implement the Final
Solution to the Jewish Question in Poland. However, this is not the case. The
Nazis strategically adopted Poland as a surrogate for “their gigantic laboratory for mass murder,” solely because Poland was the home to the most significant European Jewish population (Zimmerman, 2003, p. 3).
Following “the Erschütterung, ‘shock’ of Auschwitz” (Fackenheim, 2002,
para. 8), it is apparent that something within the framework of Christian theology and social consciousness needed to change. Nothing substantially
altered in the Christian outlook. Many Christians “attempted to pick up and
continue as though no rupture had occurred, and no transformation was
required” (Karpen, 2002, p. 139). Krajewski (2005) declares, “Christian-Jewish
dialogue nowhere began before World War II” (p. 207). The profound terrors
of the Shoah, and the “break in history” it produced, justifiably led some Jews
and Christians to realize their need for dialogue.
Concomitantly, Krajewski specifies that “the shock of the Shoah” coupled
with “the establishment of the state of Israel led to a deeper dialogue in the
West;” however, he maintains that “in Poland, the shock [of the Shoah] was
almost non-existent, and certainly not expressed” (p. 207). Krajewski reasons
that this inimitable reality in post-war Poland is understandable and is perhaps because of the acuteness of “general Polish suffering” (p. 207), as well as
the proximity “of the death camps [making] reflection harder” (p. 208).
Furthermore, he posits that Christian-Jewish dialogue in Poland did not
emerge until after the Nostra Aetate statement and the communist forced emigration of Jews in 1968 and 1969; only then did the “Polish-Catholic intellectuals began the work of establishing the early stages of dialogue” (p. 209).
In 1947, a group of Christians and Jews met formally in Seelisberg,
Switzerland. They wanted to mutually declare their collective anguish about
the Shoah, their wish to confront anti-Semitism, and “their desire to foster
stronger relationships between Jews and Christians” (International Council of
Christians and Jews, 2009, p. 2).
In more recent times, Karpen (2002) states that Jewish-Christian dialogue
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“has become commonplace” (p. 4); however, it is still challenging. Moreover,
he suggests that the events of the Shoah are “exercising a powerful transforming effect not only upon Judaism but also upon Christianity” (p. 205). Broad
swaths of “the Christian Church have begun a process of abandoning the
teaching of contempt” and have discarded anti-Judaistic theological teachings
(p. 205). Kress (2012) views Jewish-Christian interaction as primarily improving because Christians have re-evaluated their “attitude toward Jews and
Judaism” (para. 1). Despite these efforts, Christians and Jews remain divided
and struggle to interact.

Investigating Jewish-Christian Relations in
the Third Space
Because of long-standing religious, racial, and cultural tensions, a complex
and challenging relationship exists between Jews and Christians. The resulting breach isolates and separates these two faith groups from each other.
They struggle to interact and engage in meaningful dialogue, repairing the
breach, and leading to forgiveness and reconciliation. Dialogue can provide a
bridge over the gap between Jew and Christian, allowing them to meet in the
third space—the transformative space of the Jewish cemetery in Poland. Jews
and Christians may deal with the evil of the past through what academic
researchers term as loving acts.
To explore how Jews and Christians involved in or affected by the work of
TMF and how they have developed in their relationship with one another, I
investigated two questions:
1. How have Jews and Christians responded to the work of The Matzevah
Foundation?
2. In what ways do Jews and Christians learn how to dialogue through
their mutual interaction within the context of the work of The Matzevah
Foundation?

How I Conducted My Study
I utilized a case study method to conduct my study of TMF, as an investigative approach seemed to be the best manner to investigate the work of TMF.
Through such an inquiry, I sought to understand how Jews and Christians
responded to the work of TMF and in what ways they learned how to dialogue
within the framework of the third space (i.e., the Jewish cemetery in Poland). I
wanted to determine whether acts of loving-kindness influenced attitudes and
created mutual understanding bridges, which might serve as the underpinning for dialogue.
I principally examined the individual and corporate responses to a series of
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open-ended questions about their experience in working with TMF in its educational initiatives and its Jewish cemetery restoration projects in Poland. I
selected specific participants (and locations) primarily for this study using the
criterion of Patton (2002): whether participants are “information-rich” (p.
237); I specifically selected participants who had knowledge of, and experience in, working with TMF in the United States or Poland. I prepared seven
fundamental and open-ended interview questions to conduct individual and
focus group interviews.
I selected participants in this study from a pool of 15 individuals, as demonstrated in Table 1, who have interacted with the work of TMF. Of the 15 individuals selected for the study, 11 individuals have had a direct association and
have cooperated with me, or in some capacity of my leadership of TMF. Four
individuals were selected from two summer project locations in Poland and
were interviewed along with four other TMF volunteers and board members in
two focus groups. Six participants were Jewish, while six were Christians; the
remaining three participants were non-Jewish and primarily non-religious.
Table 1
Demographic Composition of Research Sample
Frequency

Percentages

Age Group
7
3
5
15

Age Group
46.7
20.0
33.3
100.0

Educational Level
Bachelors
Masters/Doctorate
Total

Educational Level
7
8
15

Educational Level
46.7
853.3
100.0

Religious Identity
Jewish
Christian
Not Stated
Total

Religious Identity
6
6
3
15

Religious Identity
40.0
40.0
20.0
100.0

Nationality
American
Polish
United Kingdom
Total

Nationality
10
2
3
15

Nationality
66.7
13.3
20.0
100.0

Gender
Male
Female

Gender
6
9
15

Gender
40.0
60.0
100

Age Group
20–35
36–45
46+
Total

Total
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Significant Background Material
A Talmudic Leadership Principle
Embedded within the Talmud, we discover an essential leadership principle: “One who causes others to perform [me’aseh] a meritorious act is greater
than one who performs that act himself” (Bava Batra 9a, 2017). First, me’aseh
or ma’aseh means “the work” (Ma’aseh, 2019), or doing the work, while second, a “meritorious act” is known as a mitzvah (mitzvot, plural)—a righteous
act fulfilling one of the 613 commandments of Jewish Law (Halakhah).
The kernel of truth found within this Talmudic principle is that the one who
leads or “causes others” (Bava Batra 9a, 2017) to do the work of the mitzvah is
superior to the one who merely does the mitzvah. Consider this concept,
Jacobs (n.d.) points out that individuals “can do much” in tackling the surrounding needs; she concludes, “We can be even more effective when we
mobilize others to join us in these efforts” (para. 22). Hughes, Ginnett, and
Curphy (2012) echo this conclusion and assert that leadership is “the process
of influencing an organized group toward accomplishing its goals” (p. 5). For
this study, leadership, therefore, may be mostly understood as accomplishing
work through others.
Combining leadership concepts from Fiedler’s work in 1981 and Hollander’s
contributions in 1978, Hughes et al. (2012) consider leadership a cooperative
effort. They argue that leadership is a give-and-take process, ongoing in the
relationship between a leader and followers, in which the leader influences
the group in realizing its goals within the construct of an “interactional framework,” comprising “three elements—the leader, the follower, and the situation” (p. 15).

The Values of Micah 6:8
Researchers and authors (e.g., Melé & Sánchez-Runde, 2013; Purpel, 2008;
Stenger, 2006; Wolf, 2010a) show a standard, moral framework for humanity
that serves as a basis to interact with our neighbors in the communities in
which we live. Wolf (2010b) indicates that Malloch “argues that historically,
the spiritual capital of Protestant business persons focuses on the three
virtues of faith, hope, and charity” (p. 8). According to Wolf (2010b), Malloch
maintains that a “Jesus-shaped worshipview [sic] . . . yields a worldview triad
of leadership discipline (faith), social compassion (charity), and persevering
justice (hope)” (p. 8).
Consequently, I may connect Malloch’s “three virtues of faith, hope, and
charity” to a moral template or pattern consisting of justice, mercy, and
humility. Although some would question the source of these values, these
three moral values, as seen in Micah 6:8, are transcendent and universal,
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being, in themselves, a moral standard.
The prophet Micah wrote, “He has told you, O man, what is good; and what
does the Lord require of you but to do justice, and to love kindness, and to
walk humbly with your God” (ESV, 2016). Hyman (2005) states that the rabbis
determined that Micah 6:8 “by virtue of its three principles of doing justice,
loving mercy, and walking humbly with God,” captured the essence of the 613
commandments in the Halakhah (p. 157). Additionally, Hyman (2005) suggests
that the core of Micah 6:8 is based on a tripartite pattern of a simple string of
three verbs emphasizing “doing, loving, and walking—connected to three basic
moral values—justice, mercy, and humility,” which “make it comprehensible
and easy to remember” (p. 164).
Telushkin (2006) asserts that the prophet Micah teaches us “God’s primary
demand of human beings is to act righteously [or justly]” (p. 14). Telushkin
(2006) expounds, saying that God does not require from us sacrifices or religious rituals; “rather, God’s most significant demands are justice, compassion, and humility” (p. 14).
The Torah teaches that justice is focused upon our actions toward others.
On the authority of Telushkin (2001), the Hebrew word tzedakah is translated
as justice or righteousness, and “is usually translated, somewhat inaccurately, as charity” (p. 573). He elaborates further by stating that acting justly “is
perhaps the most important obligation Judaism imposes on the Jew” (p. 573).
By extension, justice means that we are to be fair in how we deal with other
people. We are not to lie, cheat, or steal. If people seek justice, they help others, the oppressed, and care for orphans and widows. These actions express
mercy.
In Micah 6:8, the concept of mercy originated from the Hebrew word
chesed, which means treating others with kindness, or more accurately with
loving-kindness. Mercy may also be expressed as chesed shel eme, literally
“kindness of truth” or true loving-kindness (Sienna, 2006, p. 79).
Mercy is also an action—gemilut chasadim—which is the giving of lovingkindness. This type of kindness shows concern or care for others; furthermore, we understand this kindness as compassion. When considering the burial of the dead gemilut chasadim, or acts of loving-kindness, it is viewed as
“par excellence because it necessarily is done without any hope that the
‘recipient’ will repay the good deed” (Telushkin, 1994, p. 25). Telushkin (1994)
indicates that a rabbi, Haffetz Hayyim, considered gemilut chasadim as “any
good deed that one does for another without getting something in return
(Ahavat Chesed)” (p. 25). The Talmud considers compassion to be “the hallmark of an ethical person,” and it “is the defining characteristic of being a
Jew” (Telushkin, 2006, p. 20).
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A Concern for Humanity
Deeds of loving-kindness lay the bridge of mercy. By mobilizing Jews and
Christians to engage in this mitzvah, they may come to terms with the past
trauma brought about by long-term anti-Semitism, anti-Judaism, and the
Shoah through the utilization of “loving acts” (Johnson, 2012, p. 127). Johnson
(2012) considers that “Scott Peck is not alone in arguing that loving acts can
overcome evil” (p. 127). Peck (2012) defines love in this manner: “Love is as
love does. Love is an act of will—namely, both an intention and an action.
Will also implies choice” (p. 83, loc. 1078). Therefore, loving acts are actions
that flow out of love or concern for others. The concept of loving acts may be
academically linked to humane orientation.
Humane orientation may be defined as “the degree to which individuals in
organizations or societies encourage and reward individuals for being fair,
altruistic, friendly, generous, caring, and kind to others” (Javidan &
Dastmalchian, 2009). Kabaskal and Bodur (2004) explain further that “this
dimension is manifested in the way people treat one another and in the social
programs institutionalized within each society” (p. 569). Simply stated,
humane orientation is concerned with the welfare of humanity.
Descriptions of humane behavior are not new but have existed since antiquity, and “ideas and values” related to this dimension may be found among
“classic Greek philosophers” and “in the teachings of many of the major religions of the world” (Kabaskal & Bodur, 2004, p. 565). The principal idea
embedded in the classical Greek understanding concerning this human attribute is reciprocal and mutual love found in friendship. Humans are interrelated
and connected; therefore, love or concern for others is a fundamental expression of humanity.

The Ethics of Remembering
Karpen (2002) offers three critical theoretical insights into how Christians
might conceptually respond to the Shoah. First, he argues for the need for “an
ethic of remembering” (p. 205). Second, he maintains that there needs to be “a
way to place memory [of the Shoah] closer to the heart of Christianity” (p.
205). Third, through inference, he provides a glimpse into how to remember
and bring the memory of the Shoah “closer to the heart of Christianity” by
working “together on the task of tikkun olam, the repair of the world” (p. 206).
Karpen’s three postulations provide a seedbed to root my theory, which I
am exploring to bridge the chasm and close the gap between Jews and
Christians. Briefly, I may reorder Karpen’s concepts and express them in this
way: remembering, repairing the world and bringing the memory closer to
Christians by working together with Jews. In this manner, Karpen’s concepts
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may be linked to the work of TMF, which is guided by three analogous principles: remembering, restoring, and reconciling.

Understanding Dialogue
Dialogue may be a confusing and unclear term. It is more than a conversation, and it is undoubtedly more than a discussion. However, it is not a
debate. According to Isaacs (1999), dialogue is not a discussion and is not centered on “making a decision” by ruling out options, which leads to “closure
and completion” (p. 45). The root connotation of decision means to “murder
the alternative” (Isaacs, 1999, p. 45). Dialogue does not rule out options. As
claimed by Isaacs (1999), dialogue means “a shared inquiry, a way of thinking
and reflecting together” (p. 9). Dialogue seeks to discover new options, which
provide insight, and a means by which to reorder knowledge, “particularly
the taken-for-granted assumptions that people bring to the table” (Isaacs,
1999, p. 45).
Dialogue in the context of this study means “a shared inquiry, a way of
thinking and reflecting together” (Isaacs, 1999, p. 9). In this light, Isaacs
views dialogue as existing in terms of a relationship with someone else. He
contends that dialogue is not about our “effort to make [that person] understand us;” it is about people coming “to a greater understanding about [themselves] and each other” (Isaacs, 1999, p. 9). Shady and Larson (2010) point to
Buber’s work in dialogue, which advocates for “a shared reality where all
partners in the dialogue come to understand each other’s position, even if
they do not entirely agree with it” (p. 83).
The vital aspect of dialogue is seeing new outcomes and an opening of a
way to pursue them. Dialogue may be linked with liminal space and create the
possibility of changing the status quo or the way things are in Jewish and
Christian interaction.

Foremost Discoveries in the Study
My first research question for this study asked, “How have Jews and
Christians responded to the work of The Matzevah Foundation?” From the
interviews, observations, and other data, I discovered that Jews and
Christians reacted to the work of TMF by responding in five significant ways.
First, they responded by developing relationships as they cooperated in the
work of TMF. Second, in terms of loving acts, they cared for Jewish cemeteries
in Poland. Third, Jews and Christians remembered the Shoah and linked
remembering with action to preserve the memory of Poland’s Jewish past.
Fourth, Jews and Christians engaged in tikkun olam as they worked with each
other to repair the world of forgotten Jewish resting places in Poland. Fifth, in
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practical terms, Jews and Christians experienced reconciliation by working
together to care for Jewish cemeteries in Poland.
My second research question asked, “In what ways do Jews and Christians
learn how to dialogue through their mutual interaction within the context of
the work of The Matzevah Foundation?” The data revealed a framework for
dialogue emerging from Jewish and Christian interactions within the context
of TMF. The TMF structure of Jewish-Christian dialogue consists of seven components: addressing proselytism, developing common ground, gaining understanding, building a sense of community, speaking about matters of faith,
confronting the present past, and overcoming differences. The findings also
reveal the experience of dialogue within the realm of TMF’s work and discovered a potential model for Jewish and Christian dialogue.

What Do these Discoveries Mean?
First, in the discussion of what I discovered, I will consider the critical
aspects of the results as they relate to the five distinct ways in which Jews and
Christians responded to the work of TMF. Except for reconciliation, I will pair
and discuss the following discoveries as couplets: relationships and caring, and
remembering and restoration. Second, I will discuss how Jews and Christians
learned to dialogue within the framework of TMF. Finally, in my treatment of
the findings, I will examine how the outcomes might be applied to real-life circumstances that leaders may face in their respective leadership fields.

Relationships and Caring
Jews and Christians first responded to the work of TMF by building and
developing relationships through caring, loving, or compassionate acts.
Kessler (2013) defines dialogue in terms of a relationship and states, “dialogue
begins with the individual, not with the community” (p. 53). In light of my
study, this means that if relationships are defined by interpersonal interaction, then relationships are a crucial factor in determining if genuine dialogue
is possible among Jews and Christians interacting within the construct of
TMF. Resolving conflict between groups is not achieved in a vacuum or without effort.
For example, Participant 1 considered the work of TMF with the Jewish
community as “bridge-building.” He stated, “What you are doing is building a
bridge to the Jews. You have no guidebook, no example to follow, but you
keep at it, learning as you go.” He declared, “We Jews should meet you
halfway.” Participant 1 also considered the bridge-building efforts of TMF to
develop “inter-religious relation[ships].” He shared that building bridges and
relationships are “something that we can build together, something [with
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which] we can inspire each other.”
Flannery (1997) contends that Christians need to “adopt the Jewish agenda”
and take a step toward reconciliation (p. 3). Christian leaders, or any leader
involved in conflicted situations, must initiate the process of reconciliation by
attempting to span the chasm between themselves and the person or group(s)
with whom they have conflict. Building bridges leads to bridging differences
and removing barriers among opposed parties, such as in my case: Jews and
Christians.
Karpen (2002) infers a linkage between memory, caring, and restoration. He
states that the Shoah’s memory needs to be placed “closer to the heart of
Christianity” (p. 205). I may conclude that the Christian heart should care
about Jews impacted by the Shoah and demonstrate their concern concretely
in some manner. Karpen (2002) argues that if Christians could understand the
Shoah, they could work together with Jews “on the task of tikkun olam, the
repair of the world” (p. 206). What is crucial in his statement is the hint he
provides, allowing me to theoretically connect the Shoah to Christian’s hearts
by bringing Jews and Christians together to repair Jewish cemeteries in
Poland. My findings support such a notion.
Whether religious or not, leaders wishing to deal with conflict, strife, or
injustice in their communities should care and act in such a manner to
express their concern. Leaders should have compassion for the needs around
them and be concerned about the suffering, oppression, and marginalization
of people within their communities. Academically, we understand a compassionate response to need as humane orientation. Humane orientation “is the
degree to which individuals in organizations or societies encourage and
reward individuals for being fair, altruistic, friendly, generous, caring, and
kind to others” (Javidan & Dastmalchian, 2009).
Participant 2 illustrated such compassion. She stated, “If you care for somebody, you’re going to act. If you love somebody, you’re going to act,” because,
as she reasoned, a person cannot love another person “from a distance and
not have interaction.” In the same way, she asserted, “You can’t care for
something, or someone, and not have interaction with them.” Peck (2012)
hypothesizes that love is more than a feeling or emotion; he considers love as
“an act of will—namely, both an intention and an action” (p. 83, loc. 1078).
Since relationships are dynamic exchanges among people, they grow and
develop. In building relationships, people may change how they understand
and view each other gradually in the context of their interaction. Participant 3
reflected upon the impact of our relationship on her. Since we first met, she
shared, “[I have] grown as a person as a result of knowing you, and to me,
that’s part of friendships.” She emphasized how she has changed by stating,
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“You didn’t ask me outright, but the relationship asked me to open my ears
differently, open my mind, open my way of seeing things.”
Participant 3’s comments indicate the development of trust, along with
describing elements of the experience of dialogue and transformational learning. Her comments point toward the process of reconciliation. Edward Taylor
(2007) emphasizes one of the “essential factors” found in a “transformative
experience” is based upon building relationships with other people who trust
each other (p. 179); transformational learning is not abstract but a rather concrete and mutual experience. It is through these “trustful relationships” that
people can engage in dialogue, discuss and share information freely, which
allows them to “achieve mutual consensual understanding” (p. 179).

Remembering and Restoration
Recalling the Shoah, Participant 2 declared, “I think of the wrongness that
was done. I think of evil.” Participant 4 remarked, “One of the great tragedies
about the Holocaust,” was the instantaneous, almost complete halting of
memory, and, “I think that was part of the purpose of what transpired during
the Holocaust, to totally erase” the memory of Jews. The Nazis were committing both physical and cultural genocide. Participant 3 mirrored this understanding and considered “what the Nazis had done.” She said, “[They were]
not just destroying the communities and Jewish life, but they were trying to
erase the fact that there was Jewish life by destroying the cemeteries.” Given
such injustice, humanity cries out for justice—for the wrong to be made right.
Participant 5 asserted, “To desecrate graves of people who are no longer
there to defend themselves in any way,” is an injustice and “absolutely despicable, the lowest thing you can do.” Participant 5 believes the work of TMF
creates an opportunity for people to act socially and provides for them “the
chance to do something” for the community, which she considers as “doing
what is right.” Participant 6 viewed his motivation to be involved in the work
of TMF as “seeking justice for those who can’t seek it for themselves.”
Remembering and caring for Jewish cemeteries may be linked conceptually
with restorative procedures that change the physical state of Jewish cemeteries and transform those caring for them. In basic terms, restoration is “the act
of restoring to a former state or position . . . or to an unimpaired or perfect
condition,” while restoring means “to bring back to the original state . . . or to
a healthy or vigorous state” (Bradshaw, 1997, p. 8). Herman (2015) asserts that
remembering allows for “the restoration of the social order,” and it enables
individual victims to experience healing (p. 1).
Karpen (2002) defines reconciliation as “to restore [a relationship] to friendship or harmony” (p. 3). Wilkens and Sanford (2009) consider that redemption
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contains within it “the basic idea of restoration” (p. 196). Restoration is not
merely about restoring or redeeming physical spaces or their status within a
particular community; it is more so about restoring and redeeming broken
relationships between people.
In particular, Participant 7 affirmed that through pursuing justice, Jews and
Christians “can come together for an action that expresses both of our faiths.”
He concluded, “That action is to repair these cemeteries that are falling apart,
that are neglected, and to do God’s work together in bringing a sense of justice and wholeness and peace to our world.” His comments reflect the underlying Jewish understanding of restoration, which is encapsulated by tikkun
olam.
In Judaism, the concept of tikkun olam is a Hebrew term meaning “repair of
the world” (Sucharov, 2011, p. 172). Tikkun olam historically has been understood in terms of restoring, restorative works, or healing; in contemporary
times, it “has come to connote an ethical outlook by which we strive to create
a better world” (Sucharov, 2011, p. 174). Also, such restorative work or repair
is viewed as “a process that extends beyond the bounds of the dyadic field to
include the surrounding world context” (Sucharov, 2011, p. 175). According to
Pinder-Ashenden (2011), “The concept of tikkun olam surely resonates strongly
with devastated souls yearning for healing and redemption” (p. 134). The
work of restoration involves repairing the broken world around us.
Restoration is a process, not a product.
Participant 3 contended that since TMF invests its time, money, and effort
“into doing the work . . . it says that you are committed to this healing
process.” Moreover, she stated, “You’re not just espousing ideas of, ‘Oh, let’s
kumbaya,’ and the world is going to get back together again. You’re actually
doing something on the ground, which I think is a lot more meaningful.”
The essential aspect of restoration is the linking of Jew and Christian in the
physical space of a Jewish cemetery, allowing substantial interaction.
Participant 8 illustrated the interplay of physical and social restoration, which
occurs in a Polish-Jewish cemetery by proclaiming, “The mutual hope is that
our work brings full healing between Christian and Jew, and on an even more
particular plane between Christian Poles and Jews.”
Leaders should understand that their local community’s history is not
something static, sitting isolated on an island in the past. Events of the past
influence the fabric of society today and will continue to reverberate into the
future unless leaders act to restore the social order. Memory is not passive. It
is active. As leaders remember an injustice or some social need in their community, they should take steps to speak to whatever the injustice or wrongdoing was and seek to redeem the community’s situation. Altruism and benevo-
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lence are actions that demonstrate concern and a commitment, along with a
willingness to invest time, money, and effort within their community to see
the status quo change.

Reconciliation
In simple terms, Jews and Christians experienced reconciliation by working
together as they cared for and restored Jewish cemeteries in Poland. Karpen
(2002) defines reconciliation as meaning “not only ‘to restore to harmony’ but
also, in the mathematical sense, ‘to account for’” (p. 9). Volf (2000) considers
reconciliation to have more than a theological meaning, which most Christian
theologians understand as the “reconciliation of the individual and God” (p.
162). He maintains that justice should be understood “as a dimension of the
pursuit of reconciliation, whose ultimate goal is a community of love” (p. 163).
Also, he reasons that reconciliation has a vertical dimension (between God
and humanity) and a horizontal dimension (among men and women) and
concludes that without this “horizontal dimension reconciliation would simply not exist” (p. 166).
For this case study, I considered reconciliation's essential meaning to be
reconnecting and bringing together disjointed elements by gathering Jews and
Christians to care for and restore Jewish cemeteries in Poland. This study’s
data indicates that reconciliation embraces the transformation of perspectives
across a broad array of viewpoints, ranging from religious to secular, from Jew
to Christian, from board member to volunteer, and from those with long-term
or first-time interaction with the work of TMF.
Learning, according to Kolb (2015), may be defined as “the process whereby
knowledge is created through the transformation of experience” (p. 49).
Taylor (2007) emphasizes one of the “essential factors” found in a “transformative experience” is based upon building relationships with other people
who trust each other (p. 179). By giving Jews “an opportunity” to be a part of
Jewish cemetery restoration projects, Participant 3 maintained that TMF provides the Jewish community “a chance to learn the lessons that I did . . . otherwise, they’re not going to get it.” She contended that if Jews “just go to the
death camps,” it would only reinforce “our victimization.” She continued, “I
think that we thrive on the victimization, and we’d like to think that we’re
always the victims.”
Thus, Participant 3 was convinced that TMF Jewish cemetery restoration
project offers “an opportunity for people [Jews] to grow, change, and rethink
their preconceptions about Christians, Poles in Poland.” Concluding, she stated, “I suppose, and obviously, if there can be better understanding and a
sharing of values and see that there are Christians who share our values, that
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[scenario] could have life.”
Participant 2 realized from her experiences with TMF and her interaction
with Polish and Jewish people, she has developed “new views” and has had
“new opportunities” and experiences “to process,” which she otherwise
would not have. She affirmed, “So, with each experience in life, something is
going to change, good or bad, or just everyday experiences change you to
some degree.” By having conversations during “the work that we do in
Poland,” she said, “[it] will change you, if you let it—and, if you are willing to
be immersed in it, and not just be a bystander.”
When TMF engages local Polish communities in its work in a Jewish cemetery, Participant 9 postulated that, “it causes the young people to ask questions. It causes the older people to dig up memories.” He shared if local Poles
take part physically in restoring a Jewish cemetery, it “allows them also to
start . . . changing their perception, opening their eyes, their perception of the
history, the reality of the place.” In effect, Participant 9 thinks the work of
TMF becomes a mediator of change and allows people to consider their viewpoints and change their understanding of the Jewish space in their communities.
Participant 9 theorized that TMF also functions as a “disinterested third
party” in the Polish and Jewish communities’ interaction. Participant 9 linked
his understanding of how TMF functions to Levinas’ theory of the third party.
As stated by Corvellec (2005), the third party may be understood as “the other
of the other, who stands in front of me” (p. 18). Garcia (2012) states, “It’s
wrong to interpret his [Levinas] philosophy as if there are only two people”
(para. 7) who are interacting with each other. According to Garcia, Levinas
distinguishes “between the closed society of two people,” who stand opposite
of each other, “and the open society, who are open to all see” (para. 7). The
relationship between two people is not a closed system, but it is open to multiple others, who are viewed as the third party. Corvellec (2005) declares, “The
third party disturbs the intimacy of my relationship with the other and provokes me to question my place in the world and my responsibility toward
society” (p. 18).

Dialogue
As an American Jew, Participant 3 has experienced the rift between Jews
and Christians as “separateness.” Bridging this gap, or closing the fissure
between Jews and Christians, is not easily accomplished; as a group of
Christians, who established TMF, we desire to heal the wounds and close the
breach through the work of TMF. Therefore, dialogue is a crucial aspect of our
work and one of the primary foci of this study. Do the findings show that Jews
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and Christians are learning to dialogue, or are they even dialoguing at all?
According to Isaacs (1999), dialogue is not a discussion, and it is not centered on “making a decision” by ruling out options that lead to “closure and
completion” (p. 45). Isaacs proposes that dialogue seeks to discover new outcomes and possibilities, which provide insight and a means by which to
reorder knowledge, “particularly the taken-for-granted assumptions that people bring to the table” (p. 45). Likewise, Isaacs views dialogue as “a shared
inquiry, a way of thinking and reflecting together” (p. 9). Subsequently, he
regards dialogue as occurring in terms of a relationship with someone else. He
contends that dialogue is not about our “effort to make [that person] understand us;” it is about people coming “to a greater understanding about [themselves] and each other” (p. 9).
What makes dialogue really work? Kessler (2013) indicates that “dialogue
begins with the individual, not with the community” (p. 53). Donskis (2013)
emphasizes that dialogue requires not only the capacity to hear and listen but
a willingness to set aside personal presumptions and “to examine one’s own
life” (para. 5). Dialogue is an interchange framed by humility and not by arrogance or pride. In dialogue, parties should not seek to “prevail over [their]
opponent at whatever cost” (Donskis, 2013, para. 5). As Donskis (2013) infers,
if dialogue is approached in humility, it will “arrest our aggressive and agonistic wish to prevail, and dominate at the expense of someone else’s dignity,
not to mention the truth itself” (para. 5).
What is needed for genuine dialogue to occur? Theoretically, dialogue
should be possible among Jews and Christians as an interchange between
people. Dialogue should be probable during the interaction of Jews and
Christians while working with each other in caring for Jewish cemeteries in
Poland. Therefore, as we have seen thus far in my discussion of the findings,
Jews and Christians respond to the work of TMF by developing relationships,
engaging in loving acts, remembering, restoring, and reconciling.
The findings from this study show that of these five core responses, the
work of TMF facilitates dialogue in at least four ways. First, as discussed previously, developing relationships is a crucial factor in dialogue. Second, loving or compassionate acts serve as a means to bridge the chasm between Jew
and Christians and allow them to stand together by caring for Jewish cemeteries in Poland. Third, through remembering and restorative acts, or tikkun
olam, Jews and Christians may experience reconciliation by mutually cooperating in managing and restoring Jewish cemeteries in Poland. Fourth, it is in
the context of the Jewish cemeteries of Poland, where relationships are built,
compassion is expressed, and remembering, recovering, and reconciling
occurs. Jews and Christians find themselves in an emerging space, a third
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space in which dialogue is possible. Each person who enters this unknown
territory must decide what they leave behind and embrace the discovery of
something uniquely new.
Pinto (1996) advances the notion that there is a “Jewish space inside each
European nation with a significant history of Jewish life” (p. 6). Gruber (2017)
reasons that Pintos’s concept delineates “the place occupied by Jews, Jewish
culture, and Jewish memory” inside the framework of the European social
order, “regardless of the size or activity of the local Jewish population” (loc.
7887). Gruber also considers that such Jewish space may be “‘real imaginary’
spaces: spaces, be they physical and/or within the realm of thought or idea
that are, so to speak, both ‘real’ and ‘imaginary’ at the same time” (loc. 7872).
Researchers refer to this so-called “Jewish space” as liminal space, and the
concept is denoted as liminality, which was “created by Arnold Van Gennep
(1909) and Victor Turner (1959)” (Auton-Cuff & Gruenhage, 2014, p. 2). Franks
and Meteyard (2007) maintain that liminality is “the state of being betwixt
and between where the old world has been left behind, but we have not yet
arrived at what is to come” (p. 215).
Rohr (2003) posits that the only escape for a person entrapped in “normalcy, the way things are,” is to enter a “sacred space,” termed liminality (from
the Latin limen) (p. 155). Rohr reasons that in liminal space, it is possible to
encounter “all transformation” by moving “out of ‘business as usual’” and
leave behind the “old world, . . . but we’re not sure of the new one yet” (p.
155). Thus, liminality allows Jews and Christians to encounter “a genuine
hearing of the Other” (Kessler, 2013, p. 53), move beyond the status quo, and
experience the reality of dialogue.
In terms of the work of TMF, what are the essential elements of dialogue?
The findings point to seven critical components of dialogue in the context of
TMF. These elements are: (a) addressing proselytism, (b) developing common
ground, (c) gaining understanding, (d) building a sense of community, (e)
speaking about matters of faith, (f) confronting the present past, and (g) overcoming differences.
1. Addressing proselytism: Christians must address proselytism if they wish
to pursue dialogue with Jews. For this discussion, proselytism is a problematic
term and is not easily defined. According to Bickley (2015) customarily, “the
word . . . meant the attempt to persuade someone to change their religion;”
however, he claims contemporary interpretations of the meaning of proselytism have “come to imply improperly forcing, bribing, or taking advantage
of vulnerabilities in the effort to recruit new religious adherents” (p. 9).
Proselytism is not merely the methodology of religious conversion. Broadly
understood, proselytism means persuading people to change their beliefs,
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viewpoints, or brand loyalties.
2. Finding common ground: Participant 6 alluded to common ground and
finding it is crucial for dialogue. Participant 2 explained that “the relationships that we [TMF] have are just as important as the work that we do in the
cemetery.” Likewise, she clarified her views about her interactions with Jews
in this third space—a Jewish cemetery—by describing a discussion that she
had on one occasion with Participant 1. She shared, “[Our interaction] was
because of our relationship through [the work of TMF].” She believes that
“there is no other reason on earth that he would have been with us . . . had it
not been for [TMF].” In reflecting, she said, “If it had just been [with] my
church, or group of my friends from America coming over to work in Poland,
there would be no reason for him to be there.”
3. Gaining understanding: Participant 3 is a good example of gaining understanding. She reflected upon how she has gained understanding throughout
our dialogue; she stated, “So, based on our interaction . . . you have helped
me understand . . . well, certainly the majority of [Christianity in] this country,
or Christianity anyway [as] the basis of this country.” Likewise, she has
learned that we share “more in common than differences.” In conclusion, she
stated, “I feel like you come from a purity of heart, and that’s what connects
with me. So, the cultural differences are already there, but what I’ve learned is
that the values are the same, and that helps us connect.”
4. Building a sense of community: Not every Jewish cemetery restoration
project that TMF facilitates in Poland is the same. Each one is unique. One
goal Participant 8 and I established for the Jewish cemetery restoration project
in Markuszów was to bring these two diverse groups of people together, and
from the outset, build a sense of community. Besides living, eating, and working together throughout a week that was tough and complicated, we added
group activities that would bring the group together. For example, we
planned excursions for the group, such as being tourists, visiting the concentration and death camp of Majdanek, and daily debriefings following each
workday.
5. Speaking about matters of faith: In racial interactions, Singleton and
Hays (2008) advise participants engaged in group discussions to “speak [their]
truth” and point out that “a courageous conversation requires that participants be honest about their thoughts, feelings, and opinions” (p. 21). The
notion of speaking truth intersects well with a Jewish concept termed Dabru
Emet, which means “speak the truth to one another” (Steinfels, 2000, para. 2).
Tippett (2007) states, “Religion never ceased to matter for most people in
most cultures around the world. Only northern Europe and North America
became less overtly religious in the course of the twentieth century” (loc. 203).
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Religious matters cannot be entirely avoided when people interact.
Irrespective of faith, cultural traditions, or lack thereof, matters of belief will
express themselves in dialogue across the spectrum of religious groups.
Although vitally important, TMF is not seeking to advance inter-faith dialogue; when Christians and Jews interact with each other within the framework of a Jewish cemetery restoration project in Poland, matters of faith arise
in their conversations from time to time.
6. Confronting the present past: In caring for and restoring Jewish cemeteries in Poland, the work of TMF hinges upon acting in the present while
responding to the devastating impact of past tragedies regarding the Shoah. It
cannot be assumed that Jewish descendants, local Poles, volunteers, or anyone involved in the work of TMF do not have personal thoughts and feelings
about the tragic events and the aftermath of the Shoah.
7. Overcoming differences: Participant 1 considered what we have accomplished over the past decade in our interaction as Jew and Christian in working together in mass graves and in Jewish cemeteries. He stated, “I feel that
you are reaching where few want to reach. You drilled yourself through a
thick wall, and you are on the other side. You are inside of that environment
that is traumatic, and this is what I mean by getting deeper [in our relationship].”
Overcoming differences, navigating obstacles, and “drilling through a thick
wall” of separateness is building a bridge to span the separation between Jews
and Christians. Moreover, he said, “You need huge persistence and patience
because people are different, and sometimes they divide. They try to evaluate,
who is better, and who is worse.” He acknowledged that in my work, I have
experienced such a pattern “from both sides—Baptist, [and] Jewish.” Still,
despite these difficulties, Participant 1 shared, “You believe in that friendship.
You believe we can overcome these walls.”
The Jewish cemetery in Poland is a liminal space, a third space, a nexus
that allows Jews and Christians to interact with each other in the concrete act
of restoration. The Jewish cemetery is a means to an end. The end I seek is
dialogue and reconciliation. Leaders need to understand that, in what I have
discovered, reconciliation is a process and not a product. To reconcile means
to bring together and unite fragmented people. Dialogue explores new possibilities and opens pathways that challenge the existing status quo of communities in conflict. Therefore, dialogue and reconciliation may occur within a
defined intermediary space in which people in conflict may join in a compassionate and beneficial activity for their community.
Leaders should pause and ask themselves these types of questions: Does
my community struggle with a past injustice? How does this injustice influ-
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ence the interaction of people within my community? Does conflict surround
this situation, or is there community discord or strife because of it? What is
the space, or pathway, present within the landscape of the community that
would allow people to interact, dialogue, and work with each other toward
resolving the conflict that will make a difference in their community?
Answering such questions will enable leaders to open pathways and work
toward dialogue and reconciliation.

Conclusion
The consistency of the data from this case study, as well as the interaction
of Jews and Christians within its framework, strongly leads to the conclusion
that this study contributes to the larger body of research regarding dialogue.
It contributes explicitly to Jewish-Christian relations and provides valuable
data concerning Jewish-Christian dialogue. Beyond the findings presented in
the discussion thus far, several conclusions are indicated.
1. Jews and Christians must address the historical rift that separates them
and deal with the effects of the Shoah. Relationships between Jews and
Christians are not naturally occurring; therefore, they must be consciously
established and built. Thus, someone must become a peacemaker and reach
out to the other, attempting to develop a relationship between them.
Relationships are a crucial aspect of genuine dialogue, and the third space of
the Jewish cemetery in Poland provides validity for Jews and Christians to
interact.
Christians must acknowledge past prejudices and unjust acts. The Christian
heart must be concerned about how the Shoah affects Jews today. Jews must
be willing to acknowledge Christian efforts to deal with past injustices and
close the rift between them. For Christians, working in Jewish cemeteries in
Poland with Jews is a way to place the memory of the Shoah closer to their
hearts. Likewise, for Jews, restoring a Polish-Jewish cemetery with Christians
would allow them to acknowledge Christian efforts and enable them to interact with Christians.
2. The work of TMF creates a liminal space in the Polish-Jewish cemetery
that establishes a nexus between Jews and Christians. Jews and Christians are
transformed through their relationships and their interactions within the third
space framework, or the Jewish cemetery in Poland. Remembering leads to
compassionate or loving acts that seek justice for those who have no voice
and cannot “seek it for themselves.” Remembering and caring for Jewish
cemeteries may be linked conceptually with restorative actions that change
the physical state of Jewish cemeteries and transform communities and the
interaction of Jews and Christians. Restoring, restorative acts, or tikkun olam—
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the repairing of the world—is a process, not a product. The essential aspect of
restoration is the linking of Jew and Christian in the physical space of a Jewish
cemetery, allowing them to interact substantially with each other.
Dialogue is predicated upon interpersonal relationships between Jews and
Christians within the liminal space of the Jewish cemetery in Poland. It is
within this context that relationships are built, compassion is expressed, and
remembering, restoring, and reconciling occur. Jews and Christians find themselves in an emerging space, a third space in which dialogue is possible. Each
person who enters this unknown territory must decide what they leave behind
and embrace the discovery of something uniquely new and unexpected.
3. TMF builds relational bridges that lead to bridging differences and
removing barriers among Jews and Christians. Loving acts, or compassionate
acts, serve to bridge the chasm between Jews and Christians, allowing them to
stand together by caring for Jewish cemeteries in Poland. Jews and Christians
may experience reconciliation by mutually cooperating in caring for and
restoring Jewish cemeteries in Poland. The reconciliation process embraces
the transformation of perspectives across a broad array of viewpoints among
Jews, non-Jews, and Christians. TMF functions as a third party, a catalyst, and
a mediator, enabling Jews and Christians to interact, facilitating dialogue,
healing, and the process of reconciliation.
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WHEN PERCEPTION IS NO LONGER
REALITY: LEADING BEYONG THE
LIMITATIONS OF YESTERDAY’S
CERTAINTIES
Abstract: Much is known about why people in North America do not attend
church. Peter Burch, a Baptist minister, decided to find out how these reasons
apply to the Pacifica community of California, a suburb of San Francisco; but
he took his research one step further. He also wanted to know how church
members perceived the reasons for non-attendance in their community. In the
process, he was in for a surprise that led him to discover the fundamental
attribution error in action. When he grouped the reasons given by non-attenders and compared them with perceptions of church members, he discovered
that they were often on opposite sides of the spectrum. This article explores
the implications of these findings for church leaders who are discovering that
today’s missional context needs to lead beyond the conventional wisdom of
past solutions.
Keywords: church non-attendance; perception; attribution theory;
adaptive leadership

Introduction
My (Peter’s) wife Holly and I arrived at Vista Del Mar Baptist Church (VDMBC)
in Pacifica, California, a suburb of San Francisco, just three weeks shy of Easter,
2000. VDMBC was founded in the 1950s in the garage of a tract home. After two
decades of consistent growth, the congregation moved into an attractive 200-seat
sanctuary in 1976. Regrettably, the next two decades brought consistent decline,
and, at the time I arrived as the new pastor, the church had returned to a garagesized congregation. Having no staff to direct or secretary with whom to talk, I set
up “office” in the marketplace where the people I hoped would one day attend
my church already seemed to hang daily: a local coffee shop. With a cup of coffee in hand and my laptop open, I set about my church work. The top priority of
Rev. Peter Edward Burch, PhD, lives with his wife, Holly, and four children in Rochester, New York. He serves
as Director of Development and Director of Project Compassion Missions at The Charles Finney School, a PreK12 private school. His website is dosomethinggreater.com.
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my to-do list was meeting the future attenders of VDMBC.
And meet people I did: moms and dads, teens and adults, married and
divorced, gays and lesbians, Republicans and Democrats, employed and unemployed, African Americans and Filipinos, Asians and Anglos, church attenders
and non-attenders. “Who are you? Are you married? What do you do for a living?
How many kids do you have?” These were the types of questions I asked.
Eventually, I would get around to asking, “Do you go to church?” Most either did
not attend or had not attended for quite some time. I would then follow up with
the question, “Why don't you go to church?” This was what I really wanted to
understand, and I heard many reasons. Some had moved and never tried to find
another church to attend. Empty nesters admitted that they lost contact with the
families they used to be connected within church. Others didn’t have much good
to say about churches or Christians. The reasons they acknowledged were often
not in sync with my preconceived notions concerning the reasons for church
non-attendance in Pacifica. In fact, their answers sometimes surprised me.
At the time, I was also enrolled in a PhD in Leadership Program at Andrews
University; this program emphasizes the role of leaders as researchers. When
the time came for me to select a topic for my doctoral dissertation, I turned
this quest for answers into my research topic: “What are the real reasons for
church non-attendance in Pacifica?" I really wanted to know. As I reviewed
previous studies, I realized that many had already investigated the reasons for
church nonattendance in America (e.g., Fichter, 1954; Hale, 1977; Hoge, 1981;
Princeton, 1978; Princeton, 1988; Hadaway, 1990; Rainer, 2001). Many of
these reasons were most likely applicable to the Pacifica community of
California. However, I also remembered the misperceptions that had surfaced
in my own conversations with non-attenders in the coffee shop. Since most of
us know people who rarely attend church, it would be reasonable to assume
that churchgoers have formed certain opinions about why people do not go to
church. How accurate were these perceptions? This was a new wrinkle on a
well-researched problem with potentially far-reaching implications for church
leaders. Thus, I decided to search for the answer.

A Decline in Attendance
How do North Americans perceive the relationship between faith, spiritual
growth, and church attendance/non-attendance? A 2014 study conducted by
the Barna Group asked American respondents to share ways to grow their
faith. They gave different responses, including prayer, relationships with family and friends, reading the Bible, and having children. What was a surprise to
the researchers was that attending church did not make it into the top ten list!
Many Americans apparently no longer viewed church involvement as a corner-
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stone of their faith as they had only a few decades before (Barna Group, 2014).
The Barna study revealed that Americans appeared to be divided about the
importance of attending church. “While half (49%) say [church attendance] is
‘somewhat’ or ‘very’ important, the other 51% say it is ‘not too’ or ‘not at all’
important. The divide between the religiously active and those resistant to
churchgoing impacts American culture, morality, and religion.” When the same
study asked respondents to share reasons they did not attend church, the top
two explanations given by Americans of different denominations and ages were,
“I find God elsewhere” (40%) and, “Church is not relevant to me personally”
(35%) (Barna Group, 2014).
This trend is especially noticeable among millennials. This was recently pointed out by Brady Sheerer (2017), who notes five reasons millennials are no longer
interested in attending church: (1) the church is “fake,” (2) the church is exclusive,
(3) the church does not care about the community, (4) the church is aggressive
and hypercritical, and (5) the church ignores the big issues.
The Barna Group (2015) reported similar findings; their research discovered
that the number one reason millennials give for not attending church was their
perception that the church was “fake.” According to their study, 66% of millennials identify American churchgoers to be hypercritical. No wonder Sheerer (2017)
asks, “Who would want to go to a place every week where you feel like all the
people are two-faced?”
How does church non-attendance of millennials compare with Americans as a
whole? According to the Barna Group in 2004, 44% of millennials reported that
they had not attended the church in the last six months, while the national average was 34%. In 2007, that number appeared consistent for millennials; 44% of
millennials again reported that they had not attended the church in the last six
months, while the national average dropped to 31%. In 2010, the number of millennials reporting that they had not attended the church in the last six months
shrank to 36%, while 28% of the general public reported the same. However, that
trend reversed in 2013, when over half (52%) of millennials reported that they
had not attended the church in the last six months, compared to the national
average of 47%. What were their reasons for not attending? The top three reasons
cited by millennials were that the church was not personally relevant (35%), they
believed that they could find God elsewhere (30%), and they believed that they
could teach themselves what they needed to know (17%) (Barna Group, 2013).
The idea that church attendance is irrelevant surfaces again and again.
Julia Duin, a religious editor for the Washington Times and author of the book
Quitting Church: Why the Faithful are Fleeing and What to Do About It, writes
about what she learned from interviewing people who have stopped attending
church. Some, she notes, are simply bored with attending; they believe that
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the church has become irrelevant. Others described the church as being out of
touch with the reality of their lives. Many commented that the messages
preached in church have little to do with their daily lives (Duin, 2009).
The reasons for non-attendance are quite well researched. In my dissertation,
I have a long appendix that categorically lists all of them (Burch, 2010).
However, I wanted to go deeper. What was missing from these studies was data
about the reasons churchgoers attributed to non-attenders. Since I had experienced the inaccuracy of my own perceptions, I wondered how close the reasons
non-attenders give (“acknowledged reasons”) for their non-attendance are to
the reasons churchgoers attribute to non-attenders (“perceived reasons”). In the
process of finding answers to this question, I came upon a big surprise.

How Perceptions Become Attribution Errors
To answer this question, I turned to attribution theory, “one of the most popular conceptual frameworks in social psychology" (Hewstone, 1983, p. ix). Fritz
Heider is widely considered “the founding father of attribution theory” (Weiner,
1980, p. xv). In his groundbreaking book, The Psychology of Interpersonal
Relations, Heider (1958) describes the core of attribution theory, “In everyday
life, we form ideas about other people and about social situations. We interpret
other people's actions and we predict what they will do under certain circumstances” (p. 5). This is also true for people who attend church: they, like all people, have ideas about people who do not attend church. They are attributors.
Attenders form ideas about non-attenders and generate perceptions as to
the reasons why they do not attend church. A well-established tenet of attribution theory is that attribution making is often not completely accurate
(Harvey, Weary, & Stanley, 1985, p. 3), sometimes generating “a web of erroneous myths and proverbs” (Hewstone, 1983, p. 4). Previous researchers have
drawn attention to inaccurate attribution-making by church attenders.
Referring to the reasons so many church attenders became non-attenders
between 1960 and 1990, Hadaway (1990) reported that “misinformation
abounds” and “myths” persist (p. 120). Rainer (2001) conducted research
aimed, in part, at “shattering myths about the unchurched” (p. 33). The pervasive tendency of attributors to overestimate the importance of personal factors
relative to environmental factors has been called the “fundamental attribution
error” (Weary, Stanley, & Harvey, 1989, p. 30).

Comparing the Reasons Given with Reasons Attributed
How do the real (acknowledged) reasons given by non-attenders compare
with the attributions (perceptions) of churchgoers? The two groups and the
factors researched in this study can be envisioned as follows (Figure 1).
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Figure 1
Non-attenders v. Attenders
Non-attenders

Acknowledged reasons

Actual reasons given by people not
going to church regularly.

Attenders

Perceived reasons

Reasons assumed by churchgoers to
be the reason why non-attenders
don’t go to church.

To discover the actual (acknowledged) and the assumed (perceived) reasons
for church non-attendance in Pacifica, a convenience sample of 1,160 adult
residents of Pacifica (632 attenders and 528 non-attenders) was selected. Data
were collected using two self-administered questionnaires, one for attenders,1
and one for non-attenders.2 Data from attenders were collected in cooperation
with the leadership of local churches. Data from non-attenders were collected
at various locations in Pacifica, including the local supermarket.
Fifty-five specific reasons for non-attendance were gathered from the literature and given to non-attenders and attenders. Attenders were asked to rate
these reasons using a five-point Likert scale from 1 (Strongly Disagree) to 5
(Strongly Agree) to measure their attitudes towards these 55 reasons for nonattendance. The same 55 specific reasons were also given to non-attenders.
The groups were asked to rate the reasons in view of their perception of why
people were not attending. This process resulted in two sets of data, one from
attenders, one from non-attenders. Factor and reliability analyses and a series
of independent sample t-tests were conducted to determine and compare the
acknowledged and perceived reasons for church non-attendance in Pacifica.
In addition, several open-ended questions were included, which permitted
respondents to express acknowledged and perceived reasons or their nonattendance in their own words.

The Results of the Study
When the answers of the 632 adult churchgoers were compared with the
answers of the 528 non-attenders, it became clear that people attending
church may make assumptions about their non-attending neighbors which
may not be accurate. The reasons given by attenders are not the reasons nonattenders give. They tend to mirror what researchers have termed the fundamental attribution error.
To unpack the findings of this study, we will first assign the real reasons
1Attenders were defined as adult residents of Pacifica, California who attended a weekly Christian church service at least twice per month.
2Non-attenders were defined as adult residents of Pacifica, California who had not attended a weekly Christian
church service in the past six months.
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given for church non-attendance by the 528 non-attenders to five general categories: (1) church-related, (2) personal decisions, (3) personal priorities, (4)
personal preconceptions, and (5) personal disconnects. The five categories are
briefly explained and illustrated below.
1. Church-related. Reasons for church non-attendance are clearly directed
at the church, and in most cases, are explicitly negative. For example, the
church’s tone is too authoritarian, or sermons are too focused on hell.
2. Personal decisions. Reasons for church non-attendance are rooted in a
personal decision based on a life circumstance or previous church interaction.
For example, a person may have moved and never started attending church
again, or someone stopped attending during a divorce and never returned.
3. Personal preconceptions. Reasons for church non-attendance are rooted in a personal preconception that church attendance will be a negative or
non-worthwhile experience. For example, they see the church experience as
being too boring, or non-attenders fear they would not be able to relate to the
people at church.
4. Personal disconnects. Reasons for church non-attendance are rooted in
a sense of personal disconnect from the church, typically related to spirituality and/or the inability to connect meaningfully with a church service. For
example, doubting God’s existence or living a lifestyle that is seen as incompatible with participation in a church.
5. Personal priorities. Reasons for church non-attendance are rooted in
personal priorities other than church attendance, such as sleeping in on
Sunday mornings or being too busy to make time for church attendance.

Why Church Leaders May Get It Wrong
The data analysis revealed that churchgoers had a similar problem as I had
when I first started to converse with people in the Pacifica coffee shop. They misperceived the real reasons people do not go to church. Here are four specific
ways these misperceptions happen.
Churchgoers Underestimated the Influence of Reasons Related to the
Church. Church attenders in Pacifica attributed more importance to the four personal factor categories (2–5) than to church-related factors. In fact, they rated
church-related reasons (category 1) as least influential for non-attendance in
Pacifica. They did not seem to appreciate the importance non-attenders assign to
church-related reasons (category 1). Non-attenders, in marked contrast, indicated
just the opposite: their church non-attendance was most influenced by issues
related to the church (category 1). They wrote in things like: “The church lacks
tolerance,” “The church is too judgmental,” or “The church is out of touch with
today’s world.” Notice the gap in the ranking of the categories by attenders ver-
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sus non-attenders. This discrepancy amounts to a serious example of the fundamental attribution error, the pervasive tendency of attributors to overestimate the
importance of personal factors relative to environmental, in this case, churchrelated, influences (Weary, Stanley, & Harvey, 1989, p. 30). Table 1 captures the
difference in ranking between the two groups of respondents.
Table 1
A Lack of Understanding of the Importance of Church-related Issues
Non-attenders

M

Attenders

M

Church-related Issues
Personal Preconceptions
Personal Disconnects
Personal Priorities
Personal Decisions

2.97
2.92
2.89
2.58
2.14

Personal Priorities
Personal Preconceptions
Personal Decisions
Personal Disconnects
Church-related Issues

3.63
3.26
3.14
3.10
2.85

M = Mean Score3

Overemphasis on the Influence of Personal Issues. Nine of the ten top
reasons attenders attributed to non-attendance were personal issues. Only one,
“Experienced a serious disappointment with a church leader (or leaders),” was
directly attributable to the church (see Table 2). Again, attenders overestimated
the importance of personal issues relative to church-related issues and, thus,
in all likelihood, committed the fundamental attribution error.
Misperception of Priority Reasons. The majority of attenders believed
non-attenders would rather do “other things” than attend church on Sunday
mornings. Three of their four highest-scoring perceived reasons for nonattendance were as follows: (1) “Too busy to make time for church attendance,” (2)
“Sleep in on Sunday mornings,” and (3) “Involved with other activities on
Sunday morning.” Attenders considered these reasons highly influential.
Non-attenders did not. For example, on the first reason, “Too busy to make
time for church attendance,” 80% of attenders felt this was a real reason for
non-attendance, but only 25% of non-attenders agreed. Non-attenders did not
score any of these three reasons among their “Top 10 Real Reasons” for
church non-attendance (see Table 2). The top two reasons for church nonattendance, according to a clear majority of non-attenders, were, “Church is
not required to be a truly religious person” (71% of non-attenders); and “Have
no motivation to go to church” (60% of non-attenders).
3

Although the mean scores for attenders (M=2.97) and non-attenders (M=2.85) for the church-related
issues factor were similar, in this instance the fundamental attribution error was related to ranking, not
mean score. Nonattenders ranked the church-related issues factor the least influential of five; hence, nonattenders overestimated the importance of personal factors relative to church-related, and, in all likelihood, committed the fundamental attribution error.
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Table 2
Top 10 Perceived Reasons for Church Non-attendance
Top reasons as perceived by attenders

Top reasons as perceived by non-attenders

1. Have no motivation to go to church

1. Church attendance is not required to be
a truly religious person

2. Too busy to make time for church
attendance

2. Have no motivation to go to church

3. Sleep in on Sunday mornings

3. Would disagree with the church’s views
on sexuality

4. Involved with other activities on
Sunday morning

4. The church lacks tolerance for different
beliefs

5. Parents didn’t encourage church
attendance

5. The church’s tone is too authoritarian

6. Started making my own decisions
and decided not to attend church

6. The church is out of touch with today’s
world

7. Experienced a serious disappointment with a church leader

7. Started making my own decisions and
decided not to attend church

8. Would disagree with the church’s
views on sexuality

8. A desire to arrive at religious beliefs
apart from church

9. Lifestyle is incompatible with
participation in a church

9. The church is filled with hypocrites

10. Spouse (or significant other) does
not attend

10. Would not connect meaningfully with
a church service

The Great Disconnect. When the 55 rating responses of the two groups
were compared on a reason-by-reason basis, there was a significant difference
between attenders and non-attenders in 45 of the 55 cases. In 82% of the
comparisons, attenders significantly misperceived the real reasons for church
non-attendance as acknowledged by non-attenders. The difference became
even more pronounced when we analyzed the write-in responses that allowed
attenders and non-attenders to express perceived or acknowledged reasons
in their own words. Many of the respondents took advantage of this option,
resulting in 799 handwritten responses (404 from attenders, 395 from nonattenders). When we analyzed the responses, we noted that attenders were
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five times more likely than non-attenders (97 attenders versus 19 non-attenders) to cite personal issues, and often disparaging ones such as being lazy,
apathy, fear, and selfishness (see Table 3). Even these qualitative data seem
to confirm that churchgoers tend to misattribute non-attendance to personal
issues, thus possibly engaging in the fundamental attribution error, the pervasive tendency of attributors to overestimate the importance of personal factors.
Table 3
Freely stated Reasons for Church Non-attendance
Perceived Reasons

#

(expressed by attenders)

Real Reasons

#

(acknowledged by non-attenders)

Lazy
Apathetic (indifferent)
Afraid
Materialistic
Independent
Uncommitted
Selfish
Guity (unworthy)
Obligated
Tired
Uncomfortable
Not at Peace

25
23
14
9
7
6
6
3
1
1
1
1

Disinterested
Lazy
Uncommitted
Shy
Confused

6
5
3
2

Total

97

Total

19

A Vital Lesson for Church Leaders
Misperceiving the real reasons for church non-attendance demonstrates
misguided thinking and blocks the learning necessary to avoid misguided
reactions and solutions. According to attribution theory, “people, by and
large, behave according to their perceptions” (Harvey et al., 1985, p. 3). Kelley
(1972) writes, the process of attribution “undoubtedly effects [the attributor’s]
subsequent behavior in the interaction and his attitudes towards the other
person” (p. 1). If the perception is that non-attenders are essentially spiritually
lazy and apathetic, how inspired will attenders be to reach out to their nonattending neighbors?
Overcoming the fundamental attribution error calls for a new type of leadership. Church growth strategies will falter if they are based on misperceptions about the real reasons for church non-attendance. Attendance decline
has been a national trend for some time now. As Christianity is losing its grip
on the public square, we can no longer assume that we know what is keeping
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people from attending. Even churches still enjoying healthy attendance rates
have to face the fact that some of the fixes that used to work no longer work
today. If 70% of non-attenders do not even consider church attendance necessary to be spiritual, $10,000 spent on a flashy direct mailer, inviting every
household in the city to a special service, may turn out to be a costly and discouraging mistake. The religious landscape is truly shifting.
In a post-Christendom world in North America, the answers we learned
when church attendance was considered the duty of every Christian may not
help us much to lead a church that is struggling with attendance today. In
fact, the former answers, which often surface in the way we attribute personal
failures to non-attenders and as a quick-fix mentality to problem-solving, may
actually keep us from truly understanding the situation and designing true
solutions. The type of leadership needed in this time of shifting priorities and
changing loyalties has been called adaptive leadership by Heifetz, Linskey
and Grashow (2009). This type of leadership helps organizations face their
toughest challenges caused by changing environments and social change in
which the old ways of thinking and acting no longer work well.
Adaptive leadership is an iterative process involving three key activities: (1)
observing events and patterns around you; (2) interpreting what you are
observing (developing multiple hypotheses about what is really going on);
and (3) designing interventions based on the observations and interpretations to address the adaptive challenge you have identified. (Heifetz,
Linskey and Grashow, 2009, p. 32)
Observing involves taking a step back to see what is going on in the situation. It is, by nature, “a highly subjective activity,” says Heifetz (p. 32). For me
(Peter), it meant meeting the very people that never graced the doorsteps of
his church and engaging them in real dialogue. It was this dialogue that
helped me overcome my own “knowing,” which turned out to be twisted by
the fundamental attribution error. For over four decades, such dialogue has
been the consistent recommendation of researchers studying the nature of
nonattendance in America (Hadaway, 1990, p. 122; Hale, 1977, p. 90; Hoge,
1981, p. 199; Princeton, 1988, p. 4; Rainer, 2001, p. 32). George Hunter, a professor of evangelism at Asbury Theological Seminary, writes, “The ministry
of caring, intelligent conversation—especially around their questions and
doubts—helps to open more secular people to the possibility of faith than
any other single approach I know of” (1996, p. 165).
The goal in this step is to make observing as objective as possible. This can
be done in many ways. I used a survey method in mixed-method dissertation
research. My study also demonstrates the inherent limitations of some
research methods. A questionnaire is a static and impersonal means of comPAGE 86
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munication. What would have happened if the church leadership team would
have engaged some of their non-churchgoing neighbors in an intentional conversation?
When Tod Bolsinger, then pastor of the San Clemente Presbyterian Church,
discovered that their summer slump in attendance had not gotten better in the
fall, he was worried, and so was his leadership team. Here, the focus was not
on people who never attended church but rather on people who did not return
to church as expected after the summer lows. This church kept track of the
weekly attendance and thus could document a concern that led to a discussion in the leadership team. It soon became clear that they really did not
know what caused the continued decline, so they decided not to revert to the
typical worship attendance booster strategies, but rather ask every elder, deacon and staff person to identify three people they knew well but who had not
been in church for a few months. Then they asked them to ask their friends
three questions based on an Appreciative Inquiry mindset (cf. Branson, 2004):
1. When were you most excited or felt the sense of deepest connection to
our church? What was happening during that time in your life and in the life
of our church?
2. What has changed in your life or in the church since then that may have
affected your sense of connection or excitement about our church?
3. What is one wish/hope/dream you have for the future of our church?
(Bolsinger, 2015, pp. 113–114).
Notice how their questions framed a real dialogue. It allowed the leadership team to gather informed observations and form their own hypotheses of
what was really going on. This second step, interpretation, is more challenging than observing and describing what it happening. When we interpret, we
may reveal our biases. None of us can avoid making interpretations. It is often
an unconscious activity that goes on in our brains, which are wired to make
sense of what we see and hear. Meaning is often locked in before we have a
chance to ask if our perceptions are actually accurate. The fundamental attribution error is most often not a conscious, but automatic, bias. For this reason, we lay out our observations and venture into interpretation. Heifetz recommends we learn to listen for the “song beneath the words” and to remember that “even with the most careful thought out interpretation will still be no
more than a good guess” because “we can never have all the data needed to
form a complete picture” (Heifetz, 2009, p. 34).
Engaging in this process of interpreting allows us to look for patterns we
may not normally notice. We may question the interpretations themselves.
Leaders may have to learn to hold more than one interpretation about an
observation open as the group views a problem from several perspectives.
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Making your interpretation known to others risks disrupting the favored interpretation of others. For this reason, adaptive leaders tentatively make them,
watching how close to the mark they come.
When Bolsinger’s leadership team brought all their observations together
and started sharing their interpretations, they realized their original hunches
that led them to focus on how to increase worship attendance had to be corrected in the light of what they had heard from the former attenders. They discovered a need to strengthen the web of connections for people going through life
transitions, which turned out to be a much more difficult challenge than just
tweaking the worship service to make it more attractive (Bolsinger, 2015, p. 117).
Unfortunately, many church leadership teams never experience the fruitful
learning process that allows leaders to gather real data, moving misguided
attributions. Once you have laid out a more accurate interpretation of the reality you have observed, the question is, what will you do about it? Now it is
time to design an intervention that addresses the problem in line with the purpose of the organization. Many Christian leaders are discovering that leading
their organization through change and transition is a necessity that requires
its own set of skills.
The Christian church today is called to further the kingdom of God in an
environment of unprecedented change. Change is the specialty of our Lord
Jesus. Watching Him prepare His disciples to become world changers,
through which He could impact the world, is a fascinating lesson in leadership development. Interestingly, Jesus utilized a learning model that helped
Him continually challenge the perceptions of His disciples, correct their misattributions and interpretations, and teach them the art of disrupting the status quo. Designing leadership development programs that help leaders be
courageous agents of change that are not blinded by their own biases is still
one of Christian leadership programs’ greatest challenges today. The Andrews
Leadership Program has made this quest its core passion.
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PETR CINCALA AND ERICH BAUMGARTNER

A LIVING EXAMPLE OF ETHICAL
LEADERSHIP
On August 8, 2017, David Maraga, a Seventh-day Adventist Christian and
Chief Justice of Kenya’s Supreme Court, made national news when he ruled
that Kenya’s reelection of President Uhuru Kenyatta had been corrupted by
“irregularities and illegalities.” Because of the tainted election and the subsequent overturning of the results, the Supreme Court ordered a new election
within 60 days.
In Kenya, there is an overall low trust in the justice system. This country
has a long history of corruption and because of that, many people view political leaders as dishonest. Many elected officials who hold positions of honor
and trust abuse their power, using their influence for personal gain instead of
for the betterment of the country. For example, during the 2017 election, even
the president’s opponent, Raila Odinga, did not have hope that the tainted
election results would be retracted.
Maraga has a reputation of being just and fair; his countrymen know and
acknowledge that he is not corrupt. Maraga (2019) calls this public opinion
“the greatest thing I could ever have.” Maraga also has a history of allowing
his faith to guide his work. He is known to never preside over a case on the
Sabbath; additionally, once, when he was accused of taking a bribe, he went
on live television and swore on a Bible that it was not so.
Maraga’s ruling regarding the 2017 election was the first of its kind in
Africa. As such, many Kenyans celebrated what they perceived to be a victory
for the country’s institutions. Despite their own political values, many shared
that they were more interested in the election being a clean, transparent
process than they were in their candidate winning.
Petr Cincala, PhD, is director of the Institute of Church Ministry, Andrews University, assistant professor of
World Mission, director of NCD (Natural Church Development) America, and managing editor of the Journal
of Applied Christian Leadership.
Dr. Erich Baumgartner teaches leadership and intercultural communication and directs the PhD in
Leadership Program at Andrews University. He also serves as senior editor of the Journal of Applied
Christian Leadership.
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“We’re heading towards the right direction,” said one Kenyatta supporter,
David Kiema, who, despite the result negatively impacting his presidential
pick, supported the court’s decision. Kiema viewed this election as a way for
Kenya to set an example for other African countries. “They’ll say, ‘Kenya has
done it, why not us?’” he said. “We’re one step ahead of others in Africa, and
we’re proud of it” (de Freytas-Tamura, 2017).
Maraga’s faith clearly played a role in his decision regarding the national
election. As he prepared to read the verdict, he began with these remarks: “The
greatness of any nation is determined by its fidelity to the Constitution, adherence to the rule of law, and, above all, fear of God” (Mosoku, 2017).
The Sabbath following the ruling, Justice Maraga attended church as usual,
with his wife, Yucabeth Nyaboke, by his side. Members of his local Seventhday Adventist Church felt proud to be linked with such a man. Said one worshipper, “I am sure he (Maraga) slept peacefully last night bearing in mind that
he made a judgment in accordance with what God had asked him and the law.
I am a proud Adventist and happy to be associated with him” (Dietrich, 2017).

A Mother’s Influence
Maraga came from humble beginnings. His father died when he was very
young, and as such, his mother struggled to bring up her children alone. One
time, she was forced to borrow some money from a shopkeeper in her village
to pay her children’s school fees. Her only income came from flowers that she
grew and collected, for which she was paid at the end of each month.
This particular month, Maraga, just a boy, went with his mother to collect
her earnings. The meager amount was paid to his mother, and she was given
a slip showing the number of flowers she had brought in and her total payment amount. Immediately after being paid, his mother went to the shopkeeper who had lent her the money. While the amount she had earned was not
enough to pay off the loan, she handed her full pay to the shopkeeper, along
with her payment slip.
The shopkeeper said, “You can’t give me everything. You have to keep
some money for your life and your provisions.” He took part of the money and
gave the rest back to Maraga’s mother.
On the way home, Maraga asked his mother why she had handled the situation in the way she had. She told him, “If I did not give him the entire sum,
he would have thought I earned more. I wanted him to trust that that was all I
had. My son, if you want to live well with people and want them to trust you,
be honest with them. To see the video of Maraga sharing his story, please visit
our website” (Maraga, 2019).
This memory has stayed with Maraga for his entire life. Because of this
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childhood experience and the influence of his mother, to this day, he maintains an open, honest persona; it is this way that he gains the trust of those
around him.

Maraga’s Reputation of Integrity
Before Maraga became a Supreme Court Justice, he had his own practice. In
this work, he gained a reputation as being “unbribable.” People asked him to
handle their transactions (purchasing property, disputing property ownership, etc.); he always conducted the transactions with integrity and in his
client’s best interest. Eventually, he was contracted by people who had a lot of
money. They would give him enormous freedom to conduct the transactions
in his own way, fully trusting that Maraga would handle the case with integrity and honesty.
Maraga did not always aspire to be a high court judge; peers asked him to
apply for the position. When he was interviewed, he was asked about holding
court on the Sabbath; the interview committee knew that as an Adventist, this
might pose a problem. Without hesitation, Maraga told the committee that he
would not schedule court sessions on the Sabbath. He said that it was a matter of integrity and conscience.
Of course, Maraga realized that this might completely disqualify him from
the position. However, the committee was impressed by his response; they
realized that if someone is willing to risk de-nomination for the sake of a “conscience issue,” the integrity of that person must be built on a very strong
foundation. Maraga’s “handicap” turned out to be his strength.
Maranga’s life story provides a living example of what it means to be an
ethical leader.

Definition of an Ethical Leader
The Merriam Webster Dictionary (n.d.) defines “ethics” as “a set of moral
principles; a theory or system of moral values.” The Oxford Learner’s
Dictionaries adds to this definition by explaining that ethics are “moral principles that control or influence a person’s behavior” (Oxford Learner’s
Dictionaries, n.d.). Thus, an ethical leader acts according to his or her moral
principles in day-to-day life and decision-making. These leaders, quite simply,
do the right thing.
As Christians, our moral compass differs from that of the world—we are
held to a higher standard. Although the Bible does not explicitly define an
ethical leader, many verses set our path.
l “A false balance is an abomination to the Lord, but a just weight is his
delight.” Proverbs 11:1 (ESV)
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“Whatever you do, work heartily, as for the Lord and not for men,
knowing that from the Lord you will receive the inheritance as your
reward. You are serving the Lord Christ.” Colossians 3:23–24 (ESV)
l “Better is a poor man who walks in his integrity than a rich man who is
crooked in his ways.” Proverbs 28:6 (ESV)
Additionally, we are also admonished several times in the New Testament to
live lives that are above reproach (Titus 1:7; 1 Tim. 3:2). As servants of God, we
must employ ethics not only into our leadership style, but also into our entire
lives. Ethics must be an intrinsic part of who we are, not just how we act.

Traits of Ethical Leaders
Aside from using the Bible as our measuring stick, how do we know if we
are ethical leaders? Are there certain characteristics that ethical leaders possess, setting them apart from other leaders? While anyone is capable of being
(or becoming) an ethical leader, researchers have determined three traits that
are more commonly found in ethical leaders, as rated by their followers.
These traits include conscientiousness, moral identity, and cognitive moral
development.

Conscientiousness
Conscientiousness is defined as a person being meticulous or careful
(Merriam-Webster, n.d.). Conscientious leaders are known to be thorough and
vigilant. Studies have shown that conscientiousness related positively to ethical leadership (Kalshoven, Den Hartog, & De Hoogh, 2011). Specifically, personality traits of agreeableness and conscientiousness were positively related
to direct reports’ ratings of the leader’s ethical leadership (Walumabwa &
Schaubroeck, 2009).

Moral Identity
Moral identity is the degree to which being a moral person is important
to a person’s identity (Hardy & Carlo, 2011). “Moral identity may be the most
important source of moral motivation; in fact, some argue that it could be the
best predictor of moral actions and commitments” (Hardy & Carlo, 2011). The
internalization of moral identity has been positively correlated with ethical
leadership (Mayer, Aquino, Greenbuam, & Kuenzi, 2013).

Cognitive Moral Development
The last trait commonly found in ethical leaders is cognitive moral development, which refers to how sophisticated one’s thinking is regarding ethical
issues. “Leaders who are more advanced ethical reasoners relative to their fol-
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lowers are likely to stand out as salient ethical role models whose ethics-related communication and behavior attract followers’ attention” (Jordan, Brown,
Treviño, & Finkelstein, 2011).

Why Does Ethical Leadership Matter?
While ethical leadership is important, especially from a Christian perspective, one might question why it matters and how it impacts followers and/or
employees. Followers who rate their leaders as ethical have more favorable
attitudes about their job (including higher job satisfaction and commitment),
are less likely to report intentions to leave the organization, and exhibit more
helpful behaviors (Mayer, Muenzi, Greenbaum, Bardes, & Salvador, 2009).
Research has also shown that ethical leaders are role models, leading by
example (Moore, Mayer, Chiang, Crossley, Karlesky, & Birtch, 2014). This is
supported by the social learning theory. Social learning theorist Albert
Bandura (1977) proposed that “most human behavior is learned observationally through modeling: from observing others, one forms an idea of how new
behaviors are performed, and on later occasions this coded information serves
as a guide for action.” Thus, if a leader makes ethical decisions and demonstrates ethical behavior, it is likely that his or her followers will do the same.
Ethical leaders also impact other areas of follower/employee life. The more
employees perceive their managers to be ethical, the lower their self-reported
occurrences of self-reported deviance (Mayer et al., 2009; Mayer et al., 2013;
Maloof, 2018). Additionally, followers of ethical leaders are more likely to report
unethical acts (Mayer, Nurmohamed, Treviño, Shapiro, & Schminke, 2013).
Ethical leaders also can create ethical cultures, influencing their followers
to behave more ethically (Schaubroeck, Hannah, Avolio, Kozlowski, Lord,
Treviño, Dimotakis, & Peng, 2012). In the case of Maraga, we can see that his
ethical leadership has not only impacted an entire country, but has also left
its people inspired.

Conclusion
In a country worn down by political corruption, Chief Justice David Maraga
is a beacon of hope. He offers a brighter today and the hope of a positive,
more ethical future to Kenya. If ever there was a living example of ethical
leadership, it can be found in this man.
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PETR CINCALA AND ALLISON SAUCEDA

RETHINKING THE ROLE OF AGING
PASTORS IN MINISTRY
Introduction
In October of 2016, the Financial Reporting Council in Nigeria introduced a
new Governance Code,1 stipulating that leaders or founders of nonprofit
organizations, including churches and ministries, must hand over leadership
to a non-family member after 70 years of age or 20 years of leadership. While
this law was an attempt to combat organizational corruption and ensure
financial accountability, it proved to be a bombshell; at the time of implementation, the law had the potential to impact up to 90% of the founding pastors
of evangelical churches and leaders of church organizations in Nigeria.
It was no surprise that the law met with mixed reactions from Nigerians.
“Many condemned the regulations, alleging they meddled in church affairs
and muzzled evangelism efforts. But others hailed the code, saying provisions
for pastoral succession were in the best interest of churches” (Oguntola, 2017).
Some ministers questioned how the government could dictate the terms of
their call to ministry. “Financial regulation is fine. But to say you must leave
after a certain amount of years is beyond reasoning,” Femi Emmanuel, senior
pastor of Living Spring Chapel International Lagos, stated. “Pastors are called
by God and hold their tenure to the one who calls them or the church they
serve” (Oguntola, 2017).
This incident may cause readers to have mixed feelings. Some will see wisdom in such a policy, while others will agree that pastors must answer to
God—and God only—regarding their ministry length. Nevertheless, the
Nigerian example provokes the question: Is there a connection between the
age of the minister and the well-being of their congregation(s)? This article
Petr Cincala, PhD, is director of the Institute of Church Ministry, Andrews University, assistant professor of
World Mission, director of NCD (Natural Church Development) America, and managing editor of the Journal
of Applied Christian Leadership.
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will examine this connection and offer suggestions for enhancing the unique
contributions of aging pastors.

Literature Review
Does the age of a pastor have anything to do with the vitality of congregations? In 2000, a group of researchers from various denominations in the
United States began surveying congregations.2 Based on their analysis of the
2012 U.S. Congregational Life Surveys, Cynthia Woolever and Deborah Bruce
observed that “pastors of any age can be effective leaders and promote church
vitality.” However, their research showed that older pastors have a harder
time “looking to the future” than younger pastors (those under age 50).
Younger pastors “more often lead congregations where many worshippers feel
committed to the church’s vision and express excitement about its future”
(Woolever & Bruce, 2012, p. 93).
Woolever and Bruce also reported that, when compared to younger pastors,
“more pastors older than 60 serve in declining churches” (p. 83). They found
that pastors between the ages of 51 and 60 were more commonly (30%) found
in growing churches; pastors 40 years and younger were the second age
group most likely (26%) to lead growing churches. However, less than one in
five (17%) pastors older than 60 lead a growing church (Woolever & Bruce,
2012, pp. 83–84).
Healthy, growing churches draw young worshippers more readily than any
other type of church (Woolever & Bruce, 2012). This is likely because congregations with a younger age profile are more likely to be future-focused; the
younger generation is more likely to be hopeful, as their future has a longer
trajectory (Woolever & Bruce, 2004). Worshippers in younger congregations
also are more likely to feel that their gifts and contributions are welcomed
(Woolever & Bruce, 2004).
The conclusions of the U.S. Congregational Life Survey confirm the results
of another study conducted by Thomas Zook between 1987 to 1991. When
examining leadership practices in large Protestant congregations, he reported
that that the churches led by younger pastors experienced growth rates that
were significantly higher than churches led by older pastors. “Pastors age 45
and younger led congregations which increased their average weekend worship attendance by 47.6%, compared with an average of 30.1% growth for
pastors over the age of 45” (Zook, 1993, p. 228).
Pastoral age has even been linked to the churches’ involvement in community outreach. “Younger pastors tend to be able to embrace the idea of total
community outreach more than the older pastors” (West, 1994).
2

More information can be found at http://www.uscongregations.org.
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Recent Research Analysis
Faith Communities Today (FACT), a group led by research from various religious groups,3 has also conducted a congregational research study every five
years. The Institute of Church Ministry (ICM) has represented the Seventh-day
Adventist Church in FACT research. ICM analyzed FACT’s data from both 2010
and 2015 to learn more about how pastoral age impacts churches in the United
States. Both datasets, consisting of randomly selected congregations, revealed
that almost two-thirds of the pastors in American churches are over 50 years old
(Table 1).
Table 1
Frequency of Senior Pastors’ Age (FACT 2010 and FACT 2015)

FACT (2010)
FACT (2015)

Total # of
Congregations

40 years
and less

41 to 50
years

51 to 60
years

61+
years

10937
3939

12.9%
16.7%

23.4%
17.9%

36.4%
33.3%

27.3%
29.1%

Both data sets (FACT 2010 and FACT 2015) revealed that younger clergy appear
to positively correlate with vital congregations, driving the largest share of congregational growth in the United States. The 2010 data revealed that the annual
growth rates of churches led by pastors younger than 50 years old are over twice
as high as the annual growth rate of churches led by pastors over 60 (Table 2).
Table 2
Annual Growth Rate of Congregations by the Age of Senior Pastors (FACT 2010)
The Age of Senior Pastor

FACT (2010)

Total # of
Congregations

40 years
and less

41 to 50
years

51 to 60
years

61+
years

10361

14.0%

13.3%

10.8%

6.2%

ICM researchers wanted to verify the reliability of this finding from another
large dataset. Because ICM serves as a national partner of Natural Church
Development (NCD America), researchers analyzed NCD congregational data
gathered from U.S. congregations between 2008–2018. This data confirmed
the findings of the FACT studies. Based on the NCD survey, this dataset
showed that churches led by older pastors scored lower overall on the survey
and experienced a significantly lower annual growth rate (AGR) than churches led by pastors younger than 40. In fact, the growth rate of churches led by
pastors over 60 showed a stagnant pattern, with an AGR of 0.6% (Table 3).
3

More information can be found at https://faithcommunities.org
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Table 3
Annual Growth Rate of Congregations by the age of Senior Pastors (NCD 2018)
The Age of Senior Pastor
Total # of
Congregations

40 years
and less

41 to 50
years

51 to 60
years

61+
years

7286

11.4%

4.5%

2.2%

0.6%

NCD (2008–2018)

The five-year (2013–2018) average annual growth rate (AAGR) results were
even more alarming. Pastors in the youngest age bracket (40 years and
younger) experienced the most growth (4.1%), while pastors in the two oldest
age brackets (51–60 and 60+) experienced negative growth; that is, churches
with older pastors actually got smaller (Table 4).
Table 4
Annual Growth Rate—5 years from 2013-2018 by the Age of Senior Pastors (NCD 2018)
The Age of Senior Pastor
Total # of
Congregations

40 years
and less

41 to 50
years

51 to 60
years

61+
years

6327

4.1%

1.8%

-0.1%

-1.9%

NCD (2008–2018)

Both FACT studies and the NCD data show that churches with pastors
41–50 years of age lead the largest congregations. Two of the studies (FACT
2010 and NCD) showed that pastors 61 years and older tend to lead the
smallest congregations (Table 5).
Table 5
The Average Congregation Attendance Size by the Age of Senior Pastors
The Age of Senior Pastor
Total # of
Congregations

40 years
and less

41 to 50
years

51 to 60
years

61+
years

9277
3777
7889

289.7
178.1
157.6

408.0
403.3
189.1

298.7
349.4
185.5

255.6
214.9
137.4

FACT (2010)
FACT (2015)
NCD (2008–2018)

All three studies reported similar age patterns: older pastors served older
congregants, while younger pastors relate to younger congregants—specifically children, youth, and younger adults. Both FACT studies supported the idea
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that young people are key for a healthy, vital congregation. When asked if
their congregation was spiritually vital and alive, churches with pastors ages
41 to 50 reported the highest health and vitality numbers. In contrast, pastors
age 61 and older reported the lowest levels of health and vitality (Table 6).
Table 6
The Frequency of Congregations Spiritually Vital and Alive—Strongly Agree (%)
The Age of Senior Pastor

FACT (2010)
FACT (2015)

Total # of
Congregations

40 years
and less

41 to 50
years

51 to 60
years

61+
years

10801
3850

28.2%
20.4%

33.1%
26.3%

28.2%
24.6%

26.2%
20.2%

The importance of these findings becomes more obvious considering
Barna’s recent research release, reporting that the average age of pastors in
U.S. increased from 44 years of age to 54 years of age across the last 25 years.
As of 2017, more than half of all pastors were older than 54 years (Barna, 2017).

Aging Pastors and Leadership Style
One wonders why older—and thus often more experienced and wiser—
pastors are less successful concerning their congregations’ health and growth.
Could it be possible that age influences pastoral leadership style, which is a
known contributor to congregational health and vitality (Cincala & Chase, 2018)?
In ICM’s analysis of NCD data, the relationship between pastoral leadership
style and the growth/health of churches was studied. The results showed that
leadership style likely plays a role in the health and growth of local churches.
Pastors who claimed to have a goal-oriented, team-oriented, relational, and
people-oriented leadership style had overall higher NCD health scores and
higher a five-year average annual growth rate. This contrasted with those who
claimed to have other leadership styles (specifically democratic, partnership,
task-oriented, and serving styles of leadership). When the leadership styles of
pastors were cross-tabulated by age, the following trends emerged in the goaloriented, people-oriented, and serving styles; this may offer a glimpse as to
why aging pastors are less beneficial to the health and growth of local churches (Table 7). Note, it does not include the other leadership styles as the
remaining comparisons were not statistically significant.
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Table 7
Leadership Style in Relation to Age
Statistically Significant
Leadership Styles Comparison

Goal-oriented

40 years
and less
50.1%

41 to 50
years

51 to 60
years

61+
years

43.9%

41.5%

40.5%

x2 = 37.905, p < .001, N = 7987

People-oriented

44.7%

49.4%

51.7%

58.8%

x2 = 63.516, p < .001, N = 7978
Serving

39.9%

42.8%

49.9%

52.4%

x2 = 72.870, p < .001, N = 7987

Trend 1: Goal-oriented leadership style decreased by age groups. While
older pastors carry wisdom gained by life experiences, they may no longer
have an ambitious vision and/or the energy to focus on leading (Harvey, 2018).
They may also be less flexible (Davis, 2006). Young pastors are assumed to
have more energy to serve in growing churches (Woolever & Bruce, 2012).
Thus, younger leaders appear to be more linked with setting and, based on the
growth figures, achieving goals within their ministerial roles.
Trend 2: The frequency of a people-oriented leadership style
increased with age. The research shows that older pastors are more peopleoriented. This is likely linked to the fact that, with age, many pastors become
more accepting. They no longer burst with the need to reach the masses but
focus on reaching “just a few that would touch others” (Harvey, 2018, p. 192).
They have learned that relationships matter, gaining a new sense of tolerance
for unique views and values (Harvey, 2018).
Zook (1993) found that pastors older than 60 years of age scored significantly higher in areas such as “enabling others to act” and “encouraging the
heart.” People-oriented leadership appears to be a supportive leadership style
that correlates positively with health and growth.
Trend 3: Serving leadership style increased with age. With age comes “a
mental shift as the importance and priorities of life are reassessed” (Harvey,
2018, p. 192). We have learned from the previous trend that with age, pastors
discover that people are more important than “tasks;” they are not a means to
an end but are the mission itself. While aging pastors may spend less energy
on training and equipping people, they often have a desire to leave a meaningful legacy, focusing on souls and growing disciples (Harvey, 2018).
Thus, the question remains: where do aging pastors fit into our churches,
and how can they contribute to church growth and health?
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Levels of Leadership
In seeking to answer these questions, we will examine two different leadership models. The first model is Maxwell’s five levels of leadership (Table 8),
proposed in view of leadership development.
Table 8
Maxwell’s Model of Leadership (2011)
All leaders are on a journey.
According to Maxwell, not all leaders
automatically achieve or go through all
Level 1
Position
Level 2
Permission
five levels. Sometimes leaders get stuck
Level 3
Production
in a certain stage; perhaps because of
Level 4
People Development
circumstances in their life they could
Level 5
Pinnacle
not change, personal insecurities, a past
with which they could not reconcile, a lack of individual growth, etc.
Almost every pastor goes through the first foundational level, “Position.”
In this level, the pastor is assigned or appointed to a new station. S/he often
relies on rules, policies, and regulations to make sure s/he takes charge and
has things under control. In this phase, the pastor may notice that congregants cooperate and do what is required, but not much more (Maxwell, 2011).
The next level, which Maxwell (2011) refers to as “Permission,” then
unfolds. In this stage, the leader’s influence grows as s/he builds trust with
church members. His/her concern for preserving the position remains, but
the relational part of leadership grows as people buy into the pastor’s vision.
On the inside, the process of maturation continues as the leader reaches out
to others, encouraging them to exercise their unique spiritual gifts and thus
bear the fruit of the Spirit. In this stage, training may be beneficial to make
the leader more effective in ministry.
Next comes the “Production” phase (Maxwell, 2011), during which a fit
leader is recognized by his/her ability to get things done. His/her influence
and credibility grow as s/he reaches goals, team morale improves, and people
get motivated—even excited! Simply put, leadership becomes fun. The pastor
uses his/her spiritual gifts in ministry, experiencing the fulfillment of being
empowered by the Holy Spirit.
When the pastor/leader has a vision and the confidence to move forward
Maxwell

Description

on that vision, things move in a good direction as new people join in church
fellowship, new ministries start up, etc. It is not uncommon for pastors to
pray that this ministry season extends for as long as possible. Many gifted and
successful church planters or pastors who love their job, wishing they could
stay in the “Production” phase until retirement.
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However, there are also stories of “successful” pastors who burn out
because they did not recognize the necessity of moving on. Aging leaders who
lose their energy, and thus their ability to contribute, lose their “Production”
edge at this level. This may be because production within the church means
planning and executing—even in the face of conflict or different viewpoints.
Thus, these pastors may revert to “Permission” leadership to avoid the wear
and tear of “Production.”
Many of those who reach Level 4, called “People Development” (Maxwell,
2011), consider this stage to be the pinnacle leadership stage, wishing to
remain “on top” for as long as possible, perhaps even until retirement.
However, this may not be what God has in mind for their journey.
Maxwell explains that there is yet a further level in leadership development
that more experienced leaders should make part of their burden; mentoring
others is a commendable activity going beyond mere maintenance. Thus,
leaders in the “Pinnacle” stage (Maxwell, 2011) seek to empower their team
members, compelling them to reach their own ministry potential. This level
requires a denial of self, as the chief task in this stage is to stop leading followers, but turn followers into leaders. It is a joy to see other leaders thrive
and create a legacy of leadership development.
The second leadership model is Clinton’s six phases of leadership development (Table 9). Clinton has done extensive research of leaders and their personal growth; thus, he suggests phases of a leader’s “life cycle,” reflecting
many pastors’ and church leaders’ lived experiences. Again, not all leaders go
or grow through every phase.
Table 9
Clinton’s Models of Leadership (1988)
Clinton

Description

Phase 1
Phase 2
Phase 3
Phase 4
Phase 5
Phase 6

Learning
Inner-life Growth
Ministry Maturing
Life Maturing
Convergence
Afterglow/Celebration

In the initial two stages, called
“Learning” and “Inner-life Growth,”
Clinton (1988) suggests that God is training the leader in the basics of life, testing his/her teachability, and making
sure that the leader takes full advantage
of what God reveals. In these phases,
prayer, listening to God, obeying Him,

and other similar skills grow stronger. “These early tests are crucial experiences that God uses to prepare the leaders for the next step in leadership”
(Clinton, 1988, p. 45). If someone does not learn through these past experiences, they stunt their growth; thus, they will never be able to fully minister
and serve the Lord as leaders.
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Clinton (1988) suggests that some leaders never make it to Phase 3,
“Ministry Maturing.” Difficulties, conflicts, and their inability to learn from
their experiences cause them to plateau. In Phase 3, leaders learn to embrace
the deeper side of human relationships, seeking God when in isolation. As a
result, his/her spiritual authority is developing; the leader reaches out to others, encouraging them to exercise their unique spiritual gifts and bear the fruit
of the Spirit. In this phase, we see similarities to the first three levels of
Maxwell’s leadership development. It is equally true here that training may be
beneficial to make the leader more effective in ministry.
During the “Life Maturing” phase, ministry priorities are established, and
personal character is further developed. Although the “Life Maturing” phase
presents negative elements such as isolation, crisis, and conflict, a mature
character forms, and spiritual authority established.
In the “Convergence” stage, the pastor aims to maximize his/her ministry
potential; his/her personality, training, experience, gifts, and even geographical
location converge to create a ministry that is not only effective but also widely
appreciated. It is also during this stage that leaders leave a lasting legacy.
The final stage, “Afterglow/Celebration,” brings with it a focus on growing
and empowering others (Clinton, 1988). Teamwork becomes central, allowing
all members to increase in performance. The “storehouse of wisdom gathered
over a lifetime of leadership will continue to bless and benefit many” (Clinton,
1988, p. 47). This season culminates in an era of recognition, which Clinton
refers to as “Afterglow.” Also, part of this stage is the element of celebration.
“Celebration” brings great fulfillment as the leader reaps the fruit of a lifetime
of ministry.
Considering these two maps for a leader’s journey, provided by Maxwell
and Clinton, we have a better understanding of the stages in which aging
pastors may be.

Assuming a Mentoring Role
It is beyond argument that the older generation often has wisdom that can
only come through lived experiences. This maturity allows them to offer a
unique, more experienced perspective. Clinton writes of this,
Quality leadership does not come easily. It requires time, experience, and
repeated instances of maturity processing. Mature ministry flows from a
mature character, formed in the graduate school of life . . . . A mature successful ministry flows from the one who has both ministry skills and character that has been mellowed, developed, and ripened by God’s maturing
processing. Character formation is fundamental. Ministry flows out of
being. (Clinton, 1988, pp. 166–167)
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The spiritual maturity possessed by aging pastors, coupled with life experiences, positions them for stepping into mentoring roles. Mentoring relationships are typically long-term, allowing individuals to develop a close, personal relationship. Mentors typically end up serving multiple functions: “sounding board, counselor, feedback provider, assignment broker, cheerleader,
reinforcer, role model” (McCauley, Moxley, & Van Velso, 1998, p. 168).
Mentors also play a key role in a mentee’s learning and development.
Instead of pushing forward in the “Production” or “Convergence” stages,
aging pastors may take a step back from an executive role into a mentoring
role—away from the front line. They experience a shift in their ministry, while
“the central task of leadership is influencing God’s people toward God’s purposes” (Clinton, 1988, p. 203, emphasis original) remains the same, the
method of doing so transitions. Instead of motivating many to push towards a
common goal, they become more intimately invested in nurturing just a few
people. Instead of reaching their personal pinnacle, they encourage other
people to reach theirs.
In Numbers 8, the biblical account of the Levites’ ordination can be found.
In this passage, God sets the Levites apart for a special service. This meant the
ordination process set these leaders apart from the Israelite community as an
elite group of men. After the ordination ceremony had been carried out, God
said, “The Levites shall be mine” (v. 14).
However, in Numbers 8:23–25, God gave explicit instructions about the
term of the Levites’s service:
And the Lord spoke to Moses, saying, “This applies to the Levites: from
twenty-five years old and upward they shall come to do duty in the service
of the tent of meeting. And from the age of fifty years they shall withdraw
from the duty of the service and serve no more.” (ESV)
Does it seem strange that God would ordain this special group of men but
then limit the number of years they could serve? However, if we keep reading,
we see that God did not instruct the Levites to, after 25 years of faithful service,
retire, prop up their feet, and become useless to the community that they once
served. No! Instead, God instructed these chosen men to “minister to their
brothers in the tent of meeting by keeping guard” (Num. 8:26). After 25 years of
active ministry, these leaders stepped back, letting others take over the tasks
they had been doing. The older Levites remained present in the tent of meeting, no doubt still providing help and support to the next generation of Levites.
There is a special place for aging pastors in our churches today. The Lord
has called them to a special task: investing in the next generation of leaders,
as one can only do with a lifetime of experiences and lessons learned behind
them. Serving in this capacity is a gift to the entire body!
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A FAILURE OF NERVE:
LEADERSHIP IN THE AGE
OF THE QUICK FIX (10TH
ANNIVERSARY REVISED
EDITION)
By E. H. Friedman
New York, NY: Church Publishing
(2017)
Kindle edition
Reviewed by MARCOS F. BOMFIM
As a rabbi and practicing family
therapist, E. H. Friedman uses his
expertise and experience in therapy
to develop a new paradigm for leadership based on the family therapy
model. Even though the family therapy model, considering its roots, is an
evolutionist construct, it can also be
understood with a creationist worldview to understand that the universe
is a system composed of various subsystems.
This book will shock a politically
correct reader. It exposes the unpopular thinking of someone who could
differentiate himself from society to
observe it, validating his conclusions
in the therapeutic office. One of the
assumptions of this book is that getting closer is not the main issue for
all partnerships. On the contrary, it
PAGE 112
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proposes that the ability of self-differentiation is the key to successful
leadership, which is the reverse to an
ongoing technologic process of massification that tries to nullify any
process of individuation. While leaders are unable to lead unless they differentiate themselves, they must be
prepared for sabotage and conflict,
which are ever-present ingredients to
this differentiation process.
Another countercultural assumption of the book is that, while
addressing a challenging problem (or
individual) in the system, the current
trend in society is to lax the rules,
lessen the importance of the democratic process, build consensus, reason, and use empathy; however,
these processes will never “set limits
to the invasiveness of those who lack
self-regulation” (loc. 393). Instead, it
is by the presence of a “well-differentiated leader” that families and institutions can face their challenges and
thrive. Of course, this idea seems
almost unthinkable during an age in
which popular leaders tend to compromise to preserve peace and maintain their position, and “the very
words hierarchy and leadership have
become anathema in some circles”
(loc. 683), even in church institutions. Thus, the book prepares welldifferentiated leaders to expect
strong opposition and solitariness,
suggesting that they also learn to
love that condition.
The integrity of the leader (not a
quality of character, but the ability to
differentiate, to be a whole different
being) is considered fundamental to
prevent the system’s disintegration.
So, during the coaching (or therapeutic) process, for instance, the book
suggests that the focus should be on
helping the leader develop self-differentiation and strength, and not focus
on the “pathology or the pathogens”
(the troublemakers), who lack self-
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regulation. By working with the
leader and by helping him/her differentiate, the while system would be
affected. The leader, viewed as an element of change, is encouraged to keep
highlighting the vision, promoting it,
instead of wasting time and energy
opposing anarchical resistance.
Another important point highlighted by the book is the emotional
regression process that is currently
taking place in the great American
family, making more difficult the task
of a leader, be it in a family, secular
institution, or church setting. Even
though the author is not a Christian,
it seems that his religious background helped him to build an interesting analysis of society. This emotional regression, according to him,
may be recognized by five components: (1) high reactivity to events
and individuals; (2) herding, a
process that overpowers differentiation through togetherness, leading all
to adapt to the most immature element of the system; (3) blame displacement, that values victimization
over one’s own responsibility, external forces rather than resilience
(media reports more about victims
than about overcomers), and overprotects those who are “easily hurt
‘injustice-collectors’ and slow healers
(loc. 2863);” (4) a quick-fix mentality
that looks for removing symptoms
rather than causes (loc. 1178); and (5)
the lack of well-differentiated leadership, that when present, would allow
leaders to find non-traditional (sometimes opposite) ways to manage their
function (loc. 1180).
This book will be appreciated,
especially by leaders who are facing
a relational crisis, challenges to their
leadership, and an anarchic pressure
for minimizing the importance of the
democratic process. Parents also will
profit from its reading, as the
parental leadership process is based
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on the same principles. It is a mustread book for those who, besides
leadership issues, would like to
understand a little more about of
society in which we live, a time the
Bible prophecy refers to as “the last
days.”
MARCOS BOMFIM is director of the Stewardship
Department of the General Conference of the Seventhday Adventist Church in Silver Spring, MD.

THE RECOVERY-MINDED
CHURCH: LOVING AND
MINISTERING TO PEOPLE
WITH ADDICTION
By Jonathon Benz with Kristina
Robb-Dover
Downers Grove, IL: IVP Books (2016)
Paperback, 185 pages
Reviewed by TRACY ANDERSON
“We are the most in debt, obese,
addicted, and medicated adult cohort
in US history” (Brown, 2010). This
statement made by Brene Brown,
social scientist, therapist, and
founder of The Daring Way, found
in the first chapter of The RecoveryMinded Church, suggests that
American society faces a serious
dilemma. Add to this statement the
Benz and Robb-Dover’s estimate that
about 30 percent of Americans struggle with some type of addiction, and
the curtain is drawn back, revealing
the true condition of many
Americans. The Recovery Minded
Church is a book written to the attention of church leaders, members, and
the faith community at large to challenge the way individuals with addictions are received and cared for by
the church.
The authors of The Recovery-Minded
Church reference Luke 15:20–24, the
prodigal son’s story, and suggest that
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the church can be a “prodigal church”
for those seeking refuge and recovery
support. They challenge the church
leadership of today to consider if their
church receives both those with active
addictions, as well as those in recovery, as “prodigal children” returning
from the faraway country of addiction
to a home of unconditional love and
acceptance (versus a spirit of judgment
and disdain).
This book asks some important
questions: if the church were considered a prodigal church, is it ready to
receive addicts into their pews each
week? Is the church equipped to love
those with addictions through the
long-term recovery process? Does the
church have the tools to help their
congregations receive (with love and
acceptance) the prodigal addict who
has wandered very far from home?
The authors “surveyed an ecumenical focus group of one hundred
church leaders (both lay and
ordained) to discover the biggest
obstacles they face in loving and
ministering to people with addictions” (p. 14). Each chapter addresses
different obstacles, offering church
leaders tools to help congregations
become a recovery-friendly place for
these individuals. The authors stress
that this book does not show the
church how to set up a recovery program; however, it does offer church
leaders methods for how to respond
to individuals with addictions in
ways other than giving them a pamphlet to a local NA or AA meeting.
This book challenges and invites
church leaders to go beyond their
comfort zone into unchartered territory by offering addicts in their midst
real support, not simply a referral.
The Recovery-Minded Church provides valuable insight, as reported by
those with addiction, into how the
church has failed to respond to the
person behind the addiction, leaving
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many more hurt than healed. It offers
a clinically informed, biblical, and
theological framework to correct this
problem. The authors suggest looking
at how the church leader personally
responds to addiction. If the typical
response is to refer the person for
help outside the church, and the dialogue with the person ends there, the
first step is to reevaluate. The author
suggests that church leaders and
members can do so much more by
personally including and getting to
know the person behind the addiction. They also suggest going with the
person to a meeting. More challenging
is the authors’ suggestion that to prepare to meet the deeper needs of the
addict, and it is first necessary to
acknowledge how much alike one is
to the addict. The author suggests
doing a personal moral inventory
(step four in the AA/NA 12-step
process), review fears, identify false
gods, and look at intimate relationships, both past and present. This
process will allow church leaders to be
humble as their own addictive tendencies are revealed and the grace of God
becomes more of a personal need.
The first pressing concern discovered by the authors’ survey focuses on
how to get the addict into recovery.
This book provides the reader with the
ways to best approach the person with
an addiction and discusses what not
to do. The next section covers how to
keep the person in recovery; this section suggests that emotional resiliency
is the best predictor of whether
addicts will be able to manage life’s
stress without using. The authors suggest that the church can help recovering addicts stay in recovery “by providing spiritual resiliency, which can
be the byproduct of a church culture
that defines itself in terms of authentic, long term relationships entrusted
to God’s care and transformation” (p.
86). They suggest that the church can
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facilitate this process with mutual
responsibility, truth-telling, commitment, acceptance, compassion, and
understanding.
The authors explore the issue of
shame related to addiction and provide several helpful ways in which it
can be deprogrammed. They suggest
finding ways to normalize the experience of the addiction; validating the
feelings of shame while removing the
notion that their shame is warranted;
creating safe, confidential settings for
honest group sharing; making yourself available for confession; always
keeping confidentiality; modeling
vulnerability by being honest about
your own imperfections and addictive behaviors; connecting recovering
addicts with people who are on the
same path; and finally, always
extending hope.
The one chapter in the book that
did not provide a comprehensive or
completely accurate overview was
chapter three. This chapter examined
myths of addiction, including addiction as demon possession. The
authors do not provide an accurate
biblical understanding of this content, nor do they provide information
available regarding how to appropriately/effectively approach this aspect
of addiction recovery. In fact, there
were several conclusions drawn that
are totally inaccurate. This section of
the book should be read with this
awareness. More is needed in this
chapter to provide church leaders
with a sound biblical understanding
of these myths.
In conclusion, The RecoveryMinded Church offers church leaders
a good resource for evaluating if their
church is ready to “enter into another’s pain, anoint it as holy and stick
around no matter the outcome” (p.
142), as Jesus has done for all His lost
sheep. It offers practical and appropriate tools to assist the church in
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becoming a place where individuals
can be accepted just as they are, recognizing that all fall short of the
glory of God and need of God’s
redeeming love to bring us back into
a right relationship with Him.
TRACY ANDERSON, MA, LPC, CAADC.

THE RESPONSE
LEADERSHIP SEQUENCE:
EMPOWERING AND
IMPROVING YOUR
LEADERSHIP BEFORE,
DURING, AND AFTER
A CRISIS
By Mike McKenna
Lexington, KY: TEAM Solutions (2017)
Paperback, 352 pages
Reviewed by JORGE A. ZELAYA
Leadership is needed in all realms.
However, not every leader can be
expected to act responsibly unless
s/he has first learned the basics of
leadership. Crises are not about
if they will occur, but when.
Responsible leaders must be trained
and ready to respond to any crisis.
The attitude and response of a leader
will directly impact the people, place,
and items subsequently affected by
the crisis. Moreover, how a leader is
prepared beforehand and the kind of
team he or she leads will be crucial.
Mike McKenna is an authority on
leadership. He has participated in leading positions and responding to
planned and unplanned crisis events
for more than 20 years. With all the
experience he has acquired, McKenna
is now promoting programs to instruct
and develop capable leaders, particularly when times get tough.
McKenna first identifies the basic
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descriptions of leadership, the mentality true leaders have, and the understanding that leaders must have
about their influence on other people. He develops these concepts by
sharing some of his personal experiences in crisis events since he and his
team have responded firsthand to
various tragic events. He has learned
from his and others’ positive and
negative experiences. This assures
me that McKenna and his experiences are a reliable source of inspiration and information regarding leadership.
Next, McKenna moves on to mention the attitudes leaders have
regarding how they relate to people.
First, leaders must possess competent social skills. This competency
will allow leaders to be more effective, regardless of the size or type of
group. Second, leaders must have the
correct motivation to lead. Their perception of their leadership position
will determine the behavior leaders
develop; nurturing a higher level of
emotional intelligence, as well as
feeling ownership regarding the
objectives of their organization and
the support they receive from others,
will help such leaders face and overcome crisis obstacles. Third, only
when leaders understand that they
extend influence on others will they
exercise care regarding their impact
upon others—people tend to “mirror”
the leader’s emotional behavior.
McKenna moves to talk about how
leaders develop their action plans.
They set priorities, objectives, strategies, and tactics. Also, leaders plan to
care for themselves, stabilize problems from getting worse, and guard
their final goal of bringing the community affected by the crisis back to
health and harmony.
The book establishes the process
of determining command controls
necessary to deal with the crisis,
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organizing the different responsibilities of teams, and defining how to
accomplish the mission. McKenna
also addresses the need to prepare
detailed plans for diverse situations
(contingency planning) before the
crisis.
Finally, McKenna presents how
response leaders benefit by writing
reflective reports following their crisis intervention experiences. This
process also reflects proactive preparation before a crisis event.
This book holds value for any person holding a leadership position in
an organization. McKenna presents a
series of organizational aspects that
range from building response teams,
training personnel, preparing forms,
delegating responsibilities and
authority, presenting evaluation
forms after the events, preparing
improved plans for future events, etc.
Even though it is written for a secular
audience, I believe that if these principles were to be applied contextually
in a church setting, they could provide great insights and useful techniques regarding planning for a crisis.
In conclusion, I believe this book
has excellent and sound advice for
any person in a leading position. I
better understand how I might effectively lead a crisis intervention team
and would recommend this book to
other leaders.
JORGE A. ZELAYA is the pastor of Grand Island
Hispanic Church in Grand Island, NE.
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HONORABLE IN BUSINESS:
BUSINESS ETHICS FROM A
CHRISTIAN PERSPECTIVE
By A. Gibson and D. Augsburger
Eugene, OR: Wipf and Stock
Publishers (2019)
Paperback
Reviewed by DUANE COVRIG
Honorable Business is an excellent
book on business ethics: readable,
engaging, winsome, and sobering.
The authors have woven material
from the Bible and other Christian
authors into a fascinating discussion
of business ethics. They provide practical guidance along the way as they
give rich spiritual and biblical texture
to the topical issues discussed. I felt
inspired throughout to embrace a
strong Christian approach to business practices. Experienced business
leaders and novices alike will welcome this book, and it is well worth
its cost as a softback or an e-book. (I
used both for this review.)
The authors are cautious about
their book being used as a textbook
for business ethics courses because it
does not review large quantities of
research and scholarship on each
topic. Indeed, they cite little of the
copious empirical and philosophical
material in business ethics. However,
I felt this was its main appeal as a
core text for a Christian business
ethics course in contrast to their caution. The clarity and “less than cluttered” approach to the topic may be
helpful—especially for undergraduate
business students. The authors keep
the moral clarion call direct. In short,
what it was lacking in reviewing
copious material is made up for in
streamlined clarity mixed with profound wisdom. Each chapter is
insightful and encourages a moral

D UA N E

C OV R I G

approach to the topic in a way that in
a deeply Christian way. Teachers
could easily build around this core in
their curriculum development.
Each chapter follows a simple but
effective style. The authors start with
an engaged “business” case and then
circle back to the case while discussing a central topic in business
ethics. They weave in Christian and
biblical concepts while informing the
topic and case.
For example, chapter one starts
with an extensive discussion of the
Walmart de Mexico bribery case,
exposed by the New York Times in
2012. The authors then review theoretical and scholarly approaches to
ethical decision-making (deontology,
utilitarianism, etc.), including
Christian and biblical concepts in
both the case and decision-making
processes. The result is a stronger
reading experience that galvanizes
the reader around Christian principles by connecting them to a real (in
this chapter, sad) case.
Each chapter continues that trend.
Chapter two, entitled “What
Resources are Free for Business
Use?” discusses environmental sustainability and was one of my
favorites. It shared how the furniture
company, Herman Miller, got into
sustainable practices, then covers the
ethical purposes of Christians doing
business. The authors use colorful
discussions of the Old Testament
Torah and cite from many modern
Christian business writers to give the
reader strong evidence that God
intended humans to use their creativity powers to steward the world. Rich.
Wise. Honoring. And inspiring. After
each chapter, I wondered why everyone would not want to do business
from a Christian approach!
The rest of the book continues this
trend. From ethical decision-making
approaches (chap. 1) and the purpose
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of business and sustainability (chap
2), the authors move to employee
rights (chap. 3), discrimination (chap.
4), product safety and quality (chap.
5), IT and privacy issues (chap. 6),
marketing (chap. 7), whistleblowing
(chap. 8) and accounting fraud
(chap. 9), international challenges to
business ethics (chap. 10), and the
role of the Christian in the workplace
(chap. 11). The authors also include
an appendix, “Divine help for individuals seeking God in a sinful
world,” which serves as a theological
and devotional reminder of the basics
of Christianity—revelation, prayer,
church, etc.—and its role in centering
our lives on God. Chapter 11, taken
with this appendix, should be
required readings in all Christian colleges seeking to create a strong moral
character in their Christian professionals. I was inspired by these two
chapters to deepen the moral preparation of the Christian students I
work with in my university training.
These will be useful in fields even
outside of business—health, education, engineering, and more.
Those who want more details in an
ethics book may want to check out
other texts, including Craig Johnson’s
classic Meeting the Ethical Challenge
of Leadership (now in its 6th edition).
That book is much larger and can provide a detailed review of much
research. Coupled with Honorable in
Business, Johnson’s book would make
an excellent combination for business
ethics and leadership ethics courses.
I believe this book creates an
inspiring vision of doing business
from a Christian framework. It also
creates a joyful view of ethics. One
is not left with the feeling we must
be ethical because it is the Christian
way but inspired by affirmative proof
that individuals who bring their
Christianity into business will see the
power of doing business in a new and
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lively way. Businesses where love,
mercy, and justice excel make business exciting and honorable and are
sure to flourish.
We all need such a powerful
reminder of the positivity of morality,
especially in business. As such, I
highly recommend this book.
DUANE COVRIG is a professor of Leadership and
Ethics at Andrews University in Berrien Springs, MI.

RADICAL CANDOR: HOW
TO BE A KICK-AXX BOSS
WITHOUT LOSING YOUR
HUMANITY
By K. Scott
New York, NY: St. Martin’s Press
(2017)
Kindle edition
Reviewed by SCOTT MOORE
St. Martin’s Press and Kim Scott
have given us the challenge to
become more direct in our communications to avoid frustration and
become more productive as a team.
The ultimate goal of Radical Candor
is to collaboratively achieve what you
cannot achieve as an individual (loc.
1506). For this collaboration to occur,
there must be a high level of trust
within the team (loc. 349).
Radical Candor is divided into two
segments. The first segment discusses Scott’s 25 years of work experiences, both successes and failures, as
is built into the concept of Radical
Candor. The second section builds on
the first, enabling leaders to incorporate the first section's core ideas into
the workplace.
The title of the book encapsulates
its contents. Scott defines the title,
stating that “radical” was chosen
because “so many of us are condi-
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tioned to avoid saying what we really
think” (loc. 349). The tendency to
avoid is an adaptive social behavior
that helps individuals avoid conflict
and embarrassment; however, in a
boss, this “kind of avoidance is disastrous” (loc. 349). “Candor” was used
because the “key to getting everyone
used to being direct when challenging each other (and you!) is emphasizing that it’s necessary to communicate clearly enough so that there’s no
room for interpretation” (loc. 348).
Scott emphasizes that without radical
candor, the openness necessary for a
company to maximize their employee’s potential is limited.
Scott expressly communicates that
each member should be in roles that
enable their personal life goals to be
met for a team to reach its full potential. For this to happen, there must be
recognition of each employee’s ambition. This can be best gained by a
relationship beyond what you, as the
manager, wants to get out of the person, into an understanding of what
the team member wants to get out of
life. When the team member’s life
and work goals intersect, there is fulfillment for the team member, and
both the employer and team member
get the most out of their relationship.
In this context, Scott suggests that
shifting “from a traditional ‘talent
management’ mindset to one of
‘growth management’ will help you
ensure that everyone on your team is
moving in the direction of their
dreams, ensuring that your team collectively improves over time” (loc.
1026). The manager’s job is not to
provide meaning for team members
but to get to know them well enough
to decipher how they get meaning
from their work, thus placing them in
positions most apt to fulfill them as a
whole person.
Radical Candor has much to offer
the Christian leadership community.
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Scott draws out principles that, if
applied, will be an asset for Christian
leaders who are striving for excellence in both their product output
and their team member’s wellbeing.
The Bible says that we should consider the needs of others and ourselves
(Phil. 2:4). This biblical concept finds
its fulfillment in the “growth management” aspect of the book.
Additionally, the collaborative
approach described in the book
appeals to many levels of leadership.
While I would like to have seen the
author apply these principles in a
volunteer-type organization, the book
was written plainly enough, and the
principles were delineated sufficiently well for a leader of volunteers to
understand and incorporate them
into their leadership style.
The principles found within the
book are easily applied to a church
setting due to the lack of “manager”
focus and the thrust of “people
focus.” The book’s trajectory was to
foster an environment of openness
and candid expression among individuals who work with each other.
These principles can be applied in a
church setting, thereby enabling an
atmosphere that has the potential to
be less judgmental and more seeker
friendly.
The language used within the book
to enhance the author’s emphasis
may be a weakness in writing for the
Christian reader. The title itself gives
the impression of an “in your face”
read, and that is where the book’s
radical candor is shown. Saying what
needs to be said is a must. The essential principles found in Radical
Candor foster a collaborative effort to
maximize an organization's potential—secular or religious.
I would recommend Radical
Candor to anyone ready for a collaborative, radical, and candid leadership
approach that enables team members
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to achieve and exceed their own
personal career goals.
SCOTT MOORE is the pastor of the Lady Lake, FL,
and Leesburg, FL, Seventh-day Adventist Churches.
He lives in Weirsdale, FL.

ETHICAL LEADERSHIP:
A PRIMER
By Robert M. McManus, Stanley J.
Ward, and Alexandra K. Perry
Northampton, MA: Edward Elgar
Publishing (2018)
Paperback
Reviewed by MARCELO FALCONIER
Ethical Leadership: A Primer
addresses an issue that typically
manifests in two very different fields:
leadership and ethics, with leadership tending to be studied from a
more practical perspective, and
ethics by humanities and philosophy.
These fields are historically disconnected and thus attract different
readers. The editors argue the need to
connect both topics as leadership is
not neutral, and ethical leadership
requires awareness of the frames we
are using for evaluation and decision-making. This book requires a
change in thinking for readers who
come from traditional leadership and
organizations, since some areas of
the first sections in the book are quite
philosophical. For students and professors in humanities and philosophy, the book may seem plain and
sometimes oversimplified. However,
it can be found useful as an attempt
to explain philosophical topics to
readers more concerned with practical issues. The relevance is found in
the plain language, the cases and
examples from real life, and the permanent connection to leadership.
In the introduction, the editors
explain their approach to leadership
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using the Five Components Model
introduced by Gama Perruci and
developed by McManus and Perruci.
To the more common elements of
analysis—such as the leader, the follower and the goal—they add context
and culture as crucial factors. As a
South American professor, I find
these additions appropriate after witnessing the failure of the extrapolation of many models that were successful in some companies but that
did not consider the weight of cultural values and context.
The book is divided into two sections. The first is focused on ethics,
and the second is centered on leadership. Nevertheless, the sections are
well connected. The first is better
connected than the second, addressing the Five Components Model case
study in each chapter to connect the
main ethical concepts.
One might disagree with the selection of the topics in the section on
ethics; however, the selections
address a wide range of ethical positions, especially those that influence
more individuals’ choices in this area
of the world. It starts by addressing
two contrasting perspectives such as
Kant and utilitarianism. This contrasting strategy is repeated in the
next chapters. From there, the
authors cover what they called virtue
ethics and ethical egoism. The proportion dedicated to Ayn Rand may
very well be justified due to her influence in the business environment.
The chapter on universal ethics
addresses contemporary social
approaches and is, again, followed
by a chapter on cultural relativism.
The divine command theory would
be one of the most controversial
chapters, not only for the inclusion of
religion in the scenario but for the
inevitable bias on an approach by
which many Christians will not feel
adequately represented. However,
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that is almost inevitable in a text that
is not comprehensive, and readers
will see the same problem when they
address complex thinkers such as
Kant and Rawls. That is a permanent
risk of an introductory text that does
not intend to bring a fair and in-depth
approach to each line of thought.
The overlapping between chapters
is inevitable. Nevertheless, it is controlled more than satisfactorily for a
collective text.
The second section focuses on
leadership and is also connected with
the Five Component Model, showing
how the different approaches in leadership relate more closely to components of that model. This section
does not relate to the first section as
well as it could, but some of the connections are established in the conclusion. Additionally, the chapters
are connected within the section,
starting from the focus on the leader
and his values, and opening to the
rest of the components of the model,
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FA LC O N I E R

i.e., followers, goals, context, and
cultural values and norms.
The book is designed as an introductory text for college and university
students. Therefore, the more
advanced reader must be patient with
basic and introductory explanations.
Nevertheless, I would suggest this
book for ethics professors. I have
never found a book before that
explains Kant and uses a company
like Apple for a case study. Besides its
clarity and didactic approach, the
most significant merit of the text is
that it accomplishes the stated goal of
helping leaders to reflect on the ethical implications of their actions. It creates a meaningful connection between
ethics and leadership and is presented
in such a way that abstract concepts
can influence practical and contextual
decision-making in organizations.
MARCELO FALCONIER is the dean of the College of
Education at Universidad Adventista del Plata in
Argentina.
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DISSERTATION NOTICES
Maloof, A. D. (2018). The moderating effects of ethical leadership
and ethical climate on the relationship between employee
integrity and workplace
deviance. Ph.D., Alliant
International University.
ProQuest Dissertations
Publishing, 10980425.
Workplace deviance, defined as
behavior counter to organizational
norms and threatens the well-being
of the organization and/or its members, can be very financially damaging to organizations. To understand
and prevent deviance, researchers
have generally highlighted either personal or situational variables as
antecedents of deviant behavior.
Though the literature has found evidence that both personal and situational variables predict deviance,
they are generally studied separately.
This research project attempted to
understand the joint effects of personal and situational variables in
predicting deviance. Results from 675
participants indicated a significant
three-way interaction among employee integrity (personal variable), as
well as employee perception of manager ethical leadership and employee
perception of organizational ethical
climate (situational variables) in the
prediction of employee workplace
deviance. More specifically, perceived ethical leadership and perceived ethical climate together moderated the negative relationship
between employee integrity and
employee workplace deviance, such
that the relationship became stronger
the more employees perceived their
managers and organizational climate
as ethical. Implications, limitations,
and future research opportunities are
discussed.
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Wood, K. L. (2019). An exploration
of the effects of ethics training
and its relations to ethical decision-making, ethical leadership,
moral reasoning, and education
among IT specialists. Ph.D.,
Trident University International.
ProQuest Dissertations
Publishing, 22589147.
Organizations have suffered both
financially and socially because of
their employees’ unethical behavior.
Managers have sought ways to
address the problem in their organizations, specifically by information
technology (IT) employees. Leaders’
concern has been to define the metric
necessary to identify their employees’
unethical behavior. While the current
literature addresses unethical behavior in organizations, it does not
address IT employees specifically.
The purpose of this study was to
assess the role of multiple employee
paradigms, including ethical training, educational level, and employees’ perceptions of their organizations’ ethical leadership together
with their effects on IT employees’
unethical behavior. The study used a
quantitative methodology, employing
two surveys administered via email
to a sample of 185 employees of three
different companies. A group of IT
specialists in a variety of occupational fields participated by completing
the Defining Issues Test 2 and the
Ethical IT survey. Structural equation
modeling and multiple regression
were used to compare the relations
between all variables in the study.
The results from the study confirmed
the vital role of ethics training in
organizations.
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Smith, K. M. (2019). Examining the
roles of sacrifice, spirituality,
and stewardship in ethical leadership theory from a sociorhetorical analysis of 1
Corinthians 9. Ph.D., Regent
University. ProQuest
Dissertations Publishing,
22618471.
This study examined the roles of
spirituality, sacrifice, and stewardship in ethical leadership theory by
comparing the leadership principles
found in Paul’s letter of 1 Corinthians
9. This study assessed ethical leadership theory from the standpoint of
values and virtues that proceed from
the inner life of the leader in the form
of sacrifice and stewardship while
setting the premise in a context of
spirituality. This study offered a multidimensional view of ethical leadership by pairing the social scientific
aspect of the theory with that of a
Christian worldview and the exegetical analysis of the biblical text. This
exegetical process was developed in
the purview of socio-rhetorical analysis as applied to 1 Corinthians 9,
which yielded three themes from
which were discovered seven principles for leadership studies. The principles in 1 Corinthians 9 generally
support the literature on the principle
of leadership as mimetic, leadership
core values/virtues framework, and
morality in leadership. This study
concluded that there is a close connection between Christian Scripture
and secular contexts such that the
ethical and moral ideals of the
Christian faith can engage and influence the ethical values of a secular
cultural context and reconstruct them
through the revelation of Jesus
Christ.

Muwina, D. M. (2018). Kenneth
Kaunda's philosophy of Christian
humanism in Africa from the
perspective of Christian ethics.
Ph.D., Boston University.
ProQuest Dissertations
Publishing, 10743416.
The future of our world will largely
be determined by our willingness and
ability to address practices and
beliefs that threaten human dignity,
promote violence, and impoverish
communities. This dissertation develops an African humanist theology as
a basis for concrete engagement with
social problems (dehumanization,
violence, and poverty) by drawing
from Kenneth Kaunda’s concept of
Christian humanism. This dissertation argues that Kaunda’s concept of
Christian humanism is a valuable,
multidimensional concept that can
serve as a critical resource for
addressing the ethical challenges
related to human dignity, nonviolence, and economic justice.
This dissertation undertakes four
main tasks. First, the dissertation’s
critical examination of Christian
humanism and African humanism
exposes shared yet distinctive
emphases on human dignity. Second,
the dissertation studies Kaunda’s
biography to explore the contextual
influences on his life and the development of his thought. Third, the dissertation analyzes the theoretical
bases of Kaunda’s Christian humanism. Fourth, the dissertation proposes an African Christian humanist
approach embodying the ideas
espoused by Kaunda as a framework
for addressing the ethical challenges
in Africa related to violence and
poverty. This study concludes that
African Christian humanism in the
sense proposed should be an essential component of social ethics.
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Serrano, C. A. (2017). An examination of the role of leadership
fatigue and trauma in ethical
and moral leadership through
a socio-rhetorical analysis of 2
Samuel 11:1–27. Ph.D., Regent
University. ProQuest
Dissertations Publishing,
10256570.
This study examined the role of
leadership fatigue in ethical and
moral decision making through a
socio-rhetorical analysis of 2 Samuel
11:1–27. The study of ethical and
moral leadership was drawn from
the literature on ethical leadership as
it relates to values-based leadership
theories, such as servant leadership,
authentic leadership, transformational leadership, and spiritual leadership. The research followed the
exegetical methodologies outlined
in the relevant textural layers of
socio-rhetorical analysis. The data
were interpreted for principles connecting to ethical and moral leadership and leadership fatigue. The
study results yielded four themes
that expanded to five principles for
ethical and moral leadership and
leadership fatigue, as found in 2
Samuel 11:1–27. The results of the
study demonstrate a connection
between the presence of leadership
fatigue and unethical, immoral decision making and behavior. The five
themes summarize the findings of the
socio-rhetorical analysis and serve as
a practical guideline for future leadership practice and research.
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Bunkowske, J. W. (2019). An analysis of Christian transformational
leadership in secular organizations. Ph.D., Northcentral
University. ProQuest
Dissertations Publishing,
27544006.
The purpose of this qualitative
narrative research study was to
discover the effects of practicing
Christian transformational leadership
in secular organizations. Despite the
focus of ethics as a positive attribute
of Christianity, there continue to be
boundaries set on religion in secular
organizations due to the concept of
separation of church and state being
applied to secular organizations.
This study used a narrative inquiry
to collect the first-hand experience
of Christian transformational leaders
who work in secular organizations.
From this study, it is now known that
the Christian leaders who practiced
transformational leadership in secular organizations utilized Christian
agape love beliefs and Christian
agape love-based behaviors in their
leadership practice. The results of
the study expand the understanding
of the Christian segment of transformational leadership concerning previous research and theory. This richer
understanding of Christian transformational leadership developed by
adding the element of agape love
to the existing elements may help
Christian transformational leaders
better understand their leadership
practices and thereby learn how to
achieve excellent results in their
leadership practice, be it in Christian
or secular settings.
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THE JOURNAL OF APPLIED CHRISTIAN
LEADERSHIP MISSION
“To provide a peer-reviewed published dialogue of applied research in Christian servant leadership
across denominational, cultural, and disciplinary environments.”
This mission involves several elements that provide a greater sense for what the Journal seeks
to accomplish. Explaining key words serves as a window into the “culture” of those operating the
Journal of Applied Christian Leadership.
Peer-reviewed: This element describes the editorial nature of the Journal. The Journal encourages articles for publication that
will be reviewed by peers in the field of leadership for evaluation both in content and style. This process will include ways of
improving and/or other resources that might be considered as part of the dialogue. This will also allow for an expansion of
the field to occur so that at the time of publication the article can have a wider audience.
Published: Our initial goal is that the Journal be a semi-annual publication with an eye of shifting toward a quarterly and then
possibly monthly at some future point.
Dialogue: Descriptive of the nature of the inquiry, the Journal seeks to encourage a respectful dialogue between scholars,
students and practitioners of leadership. Writers will present their findings in ways that while prescriptive also encourage
dissent and a shared conversation.
Applied: The content of what is presented derives from strategies, principles, philosophies, and dynamic elements of leadership put into practice in a host of varied environments. What is presented is not an untried theory but a “theory-in-use” applicable
to a place and time. Therefore, editors ask writers to use non-technical language accessible to practitioners.
Research: There are many leadership journals that provide an “anecdotal” approach to understanding leadership. While this
approach is vital to growth in understanding, the rigor of research-based studies is vital as well to give a more rounded viewpoint toward leadership. Therefore, the vast majority of approved articles will consist of a research base to understanding.
This is a core component of the Journal.
Christian: A second core component of the Journal is the focus of Christian principles as they intersect with leadership in
action. While there will no doubt be “Christian” principles located in non-Christian environments, the tenor of the Journal will
be based upon Scriptural elements of leadership.
Servant: A third core component of the Journal is the centrality of Servant Leadership. While this nomenclature is widespread
today (even outside Christian circles), we recognize that “servant” leadership arises largely out of the life and leadership of
Jesus Christ, and as expressed powerfully by the Apostle Paul in Philippians 2. It is our dynamic understanding of His life
and this passage that serves as a platform for our understanding of this core component.
Leadership: Every endeavor in human history has involved a leader of one type or another. The Journal is about leadership.
It is about the way people motivate, inspire, and lead others to accomplish as a group what could never be accomplished
by themselves, all the while providing a dynamic transformation for all involved.
Across: Leadership is exemplified across religious, racial, and national boundaries. Fundamental to a dynamic understanding
and application of leadership is a soul belief that no one group has sole propriety of leadership wisdom. In fact, when the
discourse concerning leadership transcends all time and space our comprehension expands and our practice of leadership
moves with greater effectiveness.
Denominational: This first of three environments demonstrates the Journal’s fundamental worldview that learning can take
place regardless of creed and denominational divides. In fact, the more one studies various leadership issues throughout
the denominational world, the clearer becomes the commonality of our leadership challenges. Since the Journal centers
upon Christian leadership, it is imperative that our research expand beyond denominational borders.
Cultural: One of the greatest challenges facing any organization in the 21st century is the growing expanse of globalization.
Whether that globalization is reflected in micro-globalization through immigration or macro-globalization through increased
universal communication and transportation, fundamental to any leader of the 21st century is the ability to lead across national,
sub-cultural, and multi-cultural boundaries.
Disciplinary: A final arena where boundaries can be removed for the benefit of leadership comprehension is this vital area of
academic disciplines. More often than not, various schools have made leadership the focus of study. Each school has provided incredible insight into the theory, philosophy, and practice of leadership. However, if our leadership comprehension is to
expand, it will require the synergy of cross-disciplinary dialogue to occur. Increasingly in the leadership world, contribution is
coming from such schools as history, sociology, theology, and even philosophy. To deny the interdisciplinary dynamic of leadership comprehension would substantially minimize and/or prevent leadership learning.
Environments: Finally, the Journal recognizes that the culture of leadership is influenced by the various environments where
leadership is practiced and the skills honed. From the military arena (in either a peace-time environment or war-time environment) to the entertainment arena, leadership spans the limitations of environmental factors. Leadership is played out in the
symphony hall as well as the science lab as well as the sports arena. If leaders are to grow so that followers and organizations and our world can become a better place, it is imperative that our understanding of leadership cross the expanse of
time and space.
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Christian Leadership Center
The Christian Leadership Center is an interdisciplinary organization of Andrews University
providing inspiration, on-going leadership
development, coaching, consultation, and
research for a network of church and community
leaders throughout the world. It also sponsors
the Journal of Applied Christian Leadership.
VISION
Our vision is people transformed and empowered
by Christian principles who provide outstanding
leadership for the local church, and church and
educational organizations throughout the world.
MISSION
Our mission is to accompany and develop people
in their journey as servant leaders in the church
and as Christian market-place ambassadors in a
changing world.
GOALS
Our goals are:
1. Dynamic understanding: A shared and dynamic understanding of a Biblical model of servant
leadership that informs the global practice of
church and community leaders
2. Transformed leaders: Christian leaders transformed by a Biblical model of servant leadership
3. Leadership network: A Christian leadership
network comprised of a pool of leadership
specialists capable of providing global
leadership training and development
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Research findings for improving leadership

l

The Journal of Applied Christian Leadership
(jacl@andrews.edu)
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l

Event speakers drawn from our broad
network of leadership professionals
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